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ABSTRACT 
Hong Kong and China have been trading partners for a long time. Many Hong Kong 
Chinese employees have been relocated to their companies' operations in China 
during the two past decades and many more will be relocated to China in the near 
future because of the retum of Hong Kong to China. One of the major problems 
facing management in Hong Kong especially those in the area of marketing and sales 
is how to identify employees who are willing to accept the expatriate job assignments 
to China and how to motive them. 
Review of past studies in the area of expatriate job assignments shows that these 
studies are not applicable to Hong Kong because of the organization-specific nature of 
these studies. Besides, there are also a few aspects of the past studies that can be 
addressed to improve the comprehensiveness thus the usefulness of the conceptual 
model. These aspects include (1) the assumption of rationality of the employee's 
decision regarding the expatriate job assignment, and (2) the lack of consequences of 
willingness to accept or reject the job assignment. 
The objective of this study is to propose and empirically test a more comprehensive 
conceptual model of antecedents and consequences of the employee's willingness to 
accept job assignment that is applicable to Hong Kong Chinese employees. 
Specifically，desire, a motivational commitment construct, and propensity to leave, a 
hypothesized consequence of willingness to accept the job assignment, were 
incorporated into the conceptual model. A sample survey was used to collect the data 
from a sample representing Hong Kong Chinese sales and marketing employees from 
various industry in Hong Kong. 
Results show that both desire and propensity to leave play an important role in the 
employee's decision to accept or reject the expatriate job assignment. Specifically, 
propensity to leave is a function of attitude toward the expatriate job assignment, 
perceived behavioral control, and willingness to accept the expatriate job assignment. 
Willingness to accept the expatriate job assignment, on the other hand, is a function of 
attitude toward the expatriate job assignment, subjective norm, and perceived 
behavioral control. Attitude toward the expatriate job assignment, in tum, is 
influenced by perceived salary, perceived promotional opportunity, desire and 
subjective norm. On the other hand, desire is also influenced by attitude toward the 
expatriate job assignment. Subjective norm is affected by perceived approval of 
important others. Finally, perceived behavioral control is impacted by perceived new 
job opportunity. 
Although the findings of this study cannot be generalize to functions other than 
marketing and sales or to other countries, the findings can be generalize to marketing 
and sales staff across various industries in Hong Kong. The conceptual and 
managerial contributions, limitations, and future research directions are also discussed 
in this study. 
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The first section of this chapter describes the problem concerning the expatriate job 
assignment of marketing employees (e.g., sales and marketing staff) by the 
management of Hong Kong based companies, both local and multinational, to 
subsidiaries and branches in China. This is followed by the research objective of this 
study. The conceptual model of antecedents and consequences of expatriate job 
assignment to China, the research design, and the significance of this study are 
discussed in the third, fourth, and fifth section, respectively. This chapter ends with 
the outline of this study. 
1.1 Background 
Hong Kong and the People's Republic of China has been major trade partners for a 
long time. China is always a major market and manufacturing base for Hong Kong 
companies and becomes more and more important for the growth and prosperity of 
Hong Kong after the retum ofHong Kong to China on July 1，1997. 
Although Hong Kong based companies, both domestic and multinational, have been 
doing businesses with China for a long time, assignment of Hong Kong Chinese 
employees especially those of marketing and sales staff to subsidiaries and/or branches 
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in China is still a major area of problems for management. One of major problems in 
the area of expatriate job assignment to China is the lack of understanding of what 
psychological responses actually happen in employees' mind when they are told about 
their expatriate job assignments to China. In other words, it is important for 
management to understand what factors affecting the employee's willingness to 
accept the expatriate job assignment to China. Without this understanding, 
management may not be able to make their assignment decisions effectively and 
efficiently. For example, although not documented, management of most Hong Kong 
based companies especially domestic ones have long used financial incentives (e.g., 
increased salary, hardship allowances, relocation fringe benefits) as a major tool to 
motivate their employees to take the expatriate job assignments to China. 
There are quite a number of studies in the area of expatriate assignments that 
management of Hong Kong based companies can probably use to understand their 
Hong Kong Chinese employees' psychological responses (e.g., attitude, willingness to 
take the expatriate job assignment, etc.) toward the expatriate job assignments to 
China. The focus of these studies can be categorized into two groups: (1) studies that 
focused on the current expatriate job assignments (e.g., consequences of expatriate job 
assignments, factors affecting expatriate job performance, attitudes and satisfaction) 
or (2) studies that focused on future expatriate job assignment (e.g., factors affecting 
willingness to accept the expatriate job assignment). Examples of studies concerning 
the current expatriate job assignments include expatriate job satisfaction (Naumann 
1993a), expatriate job satisfaction and commitment (Naumann 1993b); repatriation 
adjustment and job performance (Black 1992); adjustment to new job assignment 
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(Feldman and Tompson 1993); and factors contributing to job success (Arthur and 
Bennett 1995). Note that these studies do not have any implications for this study 
because the objective of this study is to propose and empirically test a conceptual 
model of employees' responses toward the (future) expatriate job assignments that are 
being offered to them. 
Examples of studies concerning fiiture expatriate job assignment (e.g., factors 
affecting willingness to accept expatriate job assignments) include the effect of 
factors, both inside and outside job sphere, on willingness to relocate (Laudau, 
Shamir, and Arthur 1992); the effect of the employee's career stage, family 
characteristics, job tenure and specialization, and perceptions of job favorability, 
movement, and career development opportunities on willingness to accept mobility 
opportunities QSfoe, Steffy, and Barber 1988); and the effect of similarity and 
dissimilarity of the relocation destination on willingness to accept mobility 
opportunity ^vfoe and Barber 1993). 
However, there a problem in applying the findings of these studies to Hong Kong 
Chinese employees. This limitation stems from the fact that these studies were 
organizational-specific in nature. Specifically, most of these studies used American 
expatriates from one single organization as the sample (e.g., Black 1992; Gould and 
Penley 1985; Naumann 1993a; Naumann 1993b; Laudau, Shamir, and Arthur 1992; 
Noe and Barber 1993; Noe, Steffy, and Barber 1988). As such, it may not be 
appropriate to generalize the findings of these studies to Hong Kong Chinese 
employees because of the cultural differences between American and Hong Kong 
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Chinese. In fact, the results of these studies may not be applicable even to American 
employees' in industries other than the one selected in the studies. 
Review ofthe past studies concerning future expatriate job assignments also reveals a 
few interesting findings. First, although the studies incorporated various categories of 
factors such as demographics, assignment-related factors, job-related factors, and 
location-related factors in their conceptual models, none of them, however, included 
any motivation construct such as desire in their models. In other words, the 
conceptual models of the past studies seem to assume that an employee's decision to 
accept or reject an expatriate job assignment is a rational decision based on the 
weighting of the advantages and disadvantages resulting from acceptance (or 
rejection) of the assignment. Bagozzi (1992) and Fishbein and Stassion (1990) 
contend that desire, the motivational commitment to perform a behavior, may play an 
important role in determining behavior intention. As such, inclusion of a motivation 
construct such as desire into the conceptual model may help improve the explanatory 
and predictive powers of these past studies. Another issue is that none of the past 
studies explored the possible consequences of willingness to accept the expatriate job 
assignment. Specifically, what would happen if the employee is not willing to accept 
the job assignment cannot be addressed by he conceptual models of the past studies. 
As such, inclusion of possible consequences of willingness to accept the job 
assignment would provide more insights to both academics and practitioners. 
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1.2 The Research Objective 
It is clear from the previous section that there is a great need from the management of 
Hong Kong based companies for an empirical study of antecedents and consequences 
of willingness to accept the job assignment to China that is applicable to Hong Kong 
Chinese employees. There is also an opportunity, on the other hand, to expand the 
knowledge in the area of expatriate job assignment by incorporating factors that 
would make the conceptual model more comprehensive in explaining employees' 
decisions in accepting or rejecting expatriate job assignments. As such, the objective 
of this study is to propose and empirically test a more comprehensive, employee-
oriented conceptual model of antecedents and consequences of the employee's 
willingness to accept the job assignment to China that is applicable Hong Kong 
Chinese sales and marketing employees. 
To achieve this objective，an empirical research was conducted to test the causal 
relations specified in the conceptual model by using data collected from a 
representative, cross-industry sample of Hong Kong Chinese marketing and sales 
employees. Note that the conceptual model was conceptualized from the employee's 
perspective by using Ajzen's (1985, 1991) theory of planned behavior and Bagozzi,s 
(1992) role of desire as the conceptual framework. 
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1.3 The Conceptual Model 
The conceptual model of antecedents and consequences of the employee's willingness 
to take the job assignment to China proposed and tested in this study was 
conceptualized by using Ajzen's (1985, 1991) Theory of Planned Behavior and 
Bagozzi's (1992) role of desire as the conceptual framework. Specifically, Ajzen's 
(1985，1991) Theory of Planned Behavior and Bagozzi's (1992) role of Desire was 
combined to create the conceptual framework (see Figure 1). The conceptual model 
(see Figure 2) was then derived from the conceptual framework (see Figure 2). 
According to the conceptual model, a Hong Kong Chinese employee's propensity to 
leave is negatively affected by willingness to accept the expatriate job assignment, 
attitude toward the expatriate job assignment, subjective norm, perceived behavior 
control, and desire. Willingness to accept the expatriate job assignment is，in tum, 
positively affected by attitude toward the expatriate job assignment, subjective norm, 
perceived behavioral control，and desire. There is also bi-directional relations 
between attitude toward the expatriate job assignment and desire. Finally, attitude 
toward the expatriate job assignment, subjective norm, and perceived behavioral 
control are, in tum, affected by cognitive beliefs (i.e., perceived salary, perceived 
promotional opportunity, perceived social life quality), normative beliefs (i.e., 
perceived approval from important others), and control beliefs (perceived new job 
opportunity) respectively. 
7 
1.4 The Research Design 
Based on the objective of this study, there were two implications for the research 
design of this study. First, the design must help establish the causal and effect 
relations among various constructs included in the model. Second, the results of this 
study should be applicable to employees in Hong Kong. As such, a survey using 
Chinese marketing and sales employees from various industries in Hong Kong was 
chosen as the research design of this study. 
1.5 Significance of This Study 
As mentioned earlier in Section 1.1, there is a need to a more comprehensive, 
employee-oriented, and empirically-tested model that can help management to 
understand marketing and sales employees' responses toward the expatriate job 
assignments to China. Results of this study provide both theoretical and managerial 
contributions to this area of study. 
In terms of theoretical contribution, this study represents a pioneering effort to 
propose and empirically test a more comprehensive model of the antecedents and 
consequences of the employee's willingness to accept the job assignment to China. 
This study enriched past studies by explicitly conceptualizing the willingness to 
accept the job assignment from the employee's perspective and by incorporating 
desire, which represents the motivational commitment to perform a behavior in 
employees' responses toward thejob assignments. 
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In terms of managerial contribution, since the data were collected from a sample of 
Hong Kong Chinese employees from various types of industries and companies, it is 
expected that the findings of this study can be generalized to Hong Kong Chinese 
employees in general. Specifically, this study would provide management of Hong 
Kong based companies with information regarding the psychological process by 
which Hong Kong Chinese employees use to make their decision to accept or reject 
the job assignments to China. By understanding how their employees evaluate the 
expatriate job assignments and make decisions, the management can effectively and 
efficiently identify and select those employees who are willing to accept the expatriate 
job assignment to China. The management can also use the findings to identify 
appropriate strategies to motivate and improve their Chinese expatriates in terms of 
job satisfaction, which in tum, would help improve their performance and 
commitment to the companies. 
1.5 Outline of This Paper 
The rest ofthis paper is organized as follow: First, a review of literature in the area of 
expatriate job assignment and that of the conceptual framework is presented in 
Chapter 2. The objective of this chapter is to show how the conceptual model has 
been developed. Hypotheses are also proposed in this chapter. Next, the 
methodology used in this study is presented in Chapter 3. Research strategy and 
design, sample and sampling procedure, data collection method, operationalization of 
constructs, and statistical analysis procedures are discussed in this chapter. In Chapter 
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4，results of the study is examined and discussed. Finally, theoretical contributions, 
managerial implications, limitations, and future research direction are discussed in 
Chapter 5. 
CHAPTER II 
REVIEW OF LITERATURE AND MODEL DEVELOPMENT 
2.0 Overview 
The first section of this chapter presents the review of relevant past studies in the area 
of expatriate job assignment. This is followed by discussion about limitations of the 
past studies in the second section. In the third section the conceptual framework 
based on the integration of the theory of planned behavior (Ajzen 1985, 1991) and the 
role of desire (Bagozzi 1992) is discussed. This is followed by discussion of the 
conceptual model which was used in this study in the fourth section. Finally, causal 
relations among constructs specified in the conceptual model are discussed and 
hypotheses of these relations are proposed. 
2.1 Review of Relevant Past Studies in Expatriate Job Assignments 
Literature review reveals that there are two main focuses in the area of expatriate job 
assignments: studies that focused on current expatriate job assignment (e.g., 
consequences of the job assignment, factors affecting the expatriate's job 
performance, attitudes and satisfaction), and those that focused on future expatriate 
job assignment (e.g., factors affecting willingness to accept the expatriate job 
assignment). Both of these two types of studies are discussed below. 
10 
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2.1.1 Studies Focusing on Current Expatriate Job Assignments 
Review of studies focusing on current expatriate job assignments reveal that several 
aspects of employees after accepting expatriate job assignments were explored. For 
example, Feldman and Tompson (1993) examined the relative impact of six sets of 
factors on multiple indices of adjustment to new expatriate job assignments. These 
six sets of factors include demographic variables, indices of the "intemationalness" of 
the job change (e.g., whether the job changer is an expatriate, repatriate, or domestic 
geographical relocator，job characteristics variables, types and amount of career 
development assistance, degree of change between successive job assignments, and 
types of individual coping strategies employed byjob changers) The results highlight 
both the commonalities among expatriates, repatriates，and domestic geographical 
relocators in adjusting to newjob assignments as well as the differences among them. 
Black (1992) examined the relationship of managers' expectations with repatriation 
adjustment and job performance. In general, managers whose job and non-work 
expectations were met reported higher levels of repatriation adjustment and job 
performance than those whose expectations were either under- or overmet. Arthur 
and Bennett (1995), on the other hand, empirically identified what factors are 
important for international assignees' perceived success along with their relative 
importance. Five factors were identified in the following descending order of 
importance: family situation, flexibility/adaptability, job knowledge and motivation, 
relational skills,, and extra-cultural openness. 
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Naumann (1993a) identified the factors under the control of the organization that may 
predict expatriate job satisfaction. The results indicate that both job/task and 
organizational characteristics are significantly related to both intrinsic and extrinsic 
job satisfaction. Finally, Naumann (1993b) attempted to provide a partial validation 
of turnover models in the international environment. Results indicate that several 
categories of predictor variables hypothesized as important in domestic situations are 
also strongly related to expatriate job satisfaction and organizational commitment. 
Additionally, a variety of unique international variables are also related to the 
expatriate's attitudes. Bothjob satisfaction and organizational commitment were also 
strongly related to the expatriate's intention to quit. 
Note that these studies do not have any implications for this study because the 
objectives of these past studies were to investigate either consequences of taking the 
expatriate job assignments or factors affecting expatriate job assignments in terms of 
job performance, attitudes, and satisfaction. The objective of this study, on the other 
hand, is to propose and empirically test a conceptual model of employees' responses 
toward the (future) expatriate job assignments that are being offered to them. 
2.1.2 Studies Focusing on Future Expatriate Job Assignments 
Most of the studies on future expatriate job assignments focus on factors affecting 
willingness to accept the expatriate job assignments. For example, Gould and Penley 
(1985) investigated correlates of employees' willingness to relocate to other cities for 
career enhancement. Results show that the relationship between career and 
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geographic mobility is complex. Length of time in area, age, and job involvement 
were negatively associated with the willingness to relocate. High salary, length of 
time in the job, and dual career status were positively associated with willingness to 
relocate. 
Noe, Steffy, and Barber (1988) investigated the influence of career stage, family 
characteristics, job tenure and specialization, and perceptions of job favorability, 
movement, and career development opportunities on willingness to accept upward, 
lateral, and downward mobility opportunities. Results indicated that employees in 
early career stages with little community tenure who perceived a lack of congruence 
between their current jobs and their "ideal" jobs and expressed little desire to remain 
in their currentjobs were more willing to accept mobility opportunities. 
Landau, Shamir, and Arthur (1992) explored possible determinants, both inside and 
outside the job sphere, of willingness to relocate. This study investigated willingness 
to relocate for three different purposes: (1) for a betterjob or career development; (2) 
to help the organization; or (3) to remain employed. However, only two factors of 
willingness to relocate emerged: willingness to relocate for career enhancement or 
company needs, and willingness to relocate to remain employed. Results showed that 
the strongest predictors of willingness to relocate to remain employed werejob sphere 
variables such as satisfaction with career development opportunities and propensity to 
remain, while family and community variables were much more important in 
predicting willingness to relocate for career enhancement or company needs. 
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Noe and Barber (1995) investigated differences in both levels and antecedents of 
willingness to accept mobility opportunities involving relocation between similar 
communities and relocation between dissimilar communities. Results suggested that 
employees were particularly reluctant to accept moves between dissimilar 
communities, and that the role of career factors, community attachment, and location 
preferences as antecedents varied depending on the specific nature of the mobility 
opportunities. 
Finally, Aryee, Chay, and Chew (1996) examined receptivity to an expatriate 
assignment in a cultural similarity or dissimilarity of the country of relocation. 
Results indicated that respondents were significantly more receptive to an expatriate 
assignment in a culturally similar location than in a culturally dissimilar location. 
Since the objective of this study is to propose and empirically test the more 
comprehensive conceptual model of the antecedents and consequences of the 
employee's willingness to accept the job assignment, the next section discusses some 
important issues in the expatriate assignment literature that have not yet been 
addressed the past studies. These issues are explicitly addressed in this study. 
2.2 Issues That Have Not Yet Been Addressed in the Past Studies 
2.2.1 The Assumed Rationality of Employees' Decisions to Accept or Reject 
Expatriate Job Assignment 
15 
Although various categories of factors (e.g., demographics, job-related factors, 
location-related factors) were included in the past studies to explain the employee's 
willingness to accept the job assignment, none of the motivation or preference 
constructs had been included in the models. In other words, the conceptual models of 
the past studies assumed that the employee's willingness to accept the job assignment 
is rational; it is the employee's logical or reasoned responses toward various factors 
included in the model. Personal motivation or preferences did not play any role in the 
formation of the willingness to accept the job assignment. 
Studies by Bagozzi (1992) and Fishbein and Stassion (1990)，however, show that 
desire, a motivational commitment to perform a particular behavior, may play an 
important role in determining behavior intention. Thus, the lack of desire from the 
conceptual models of the past studies may make their explanatory and predictive 
powers lower than they should be. As such, desire will be included as a construct in 
the conceptual model in this study. 
2.2.2 The Lack of Consequences of Willingness to accept the Expatriate Job 
Assignment 
The second problem issue that has not yet been addressed by the past studies concerns 
with the consequences of willingness to accept expatriate job assignments. None of 
the past studies investigated the consequences of willingness to accept the expatriate 
job assignments. From the focus group interview in the early stage of the study, 
several managers contended that employees who refuse to accept the expatriate job 
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assignments have a high tendency to quit their jobs. Employees, on the other hand, 
also agreed that they feel insecure in their currentjobs if they tum down the expatriate 
job offer. The test of this contention would definitely enrich the models of the past 
studies. As such, propensity to leave is included in the model of this study as a 
consequence of willingness to accept the expatriate job assignments. 
2.2.3 The Organization-Speciflc Nature of the Past Studies 
The third and last issues that has not yet been addressed in the past studies concerns 
with the organization-specific nature of the data collected. For example, Noe, Steffy, 
and Barber (1988) and Noe and Barber (1993) collected their data from a state agency 
in mid-westem United States. Gould and Penley (1985) collected the data from a 
large municipal organization in southwestern United States. Landau, Shamir, and 
Arthur (1992) used data from a large American corporation. Finally, Aryee, Chay, 
and Chew (1996) used government-linked companies in Singapore as the data base. 
Note that this organization-specific and/or industry-specific nature of these studies 
limit the generalizability of the findings to Hong Kong context and lead us to adopt 
the broader, cross-industry perspective in this study. As such, this study collected 
data from employees of Hong Kong based companies in various industries. 
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2.3 The Conceptual Framework 
The conceptual framework used in this study is the integration between Ajzen's 
(1985，1991) theory of planned behavior and Bagozzi's (1992) view point of desire. 
Each of these two theories is discussed below. 
2.3.1 The Theory of Planned Behavior 
The guiding premise of this study is that accepting or rejecting job assignments to 
China by a Hong Kong Chinese employee is rational, systematic, and thoughtful 
behavior rather than impulsive or primarily under the control of unconscious motives. 
As such, the theory of planned behavior (Ajzen 1985, 1991) provides a suitable 
framework for conceptualizing such behavior. 
The theory of planned behavior (Ajzen 1985, 1991) is conceptualized to predict and 
explain human behavior in specific contexts. It is an extension of theory of reasoned 
action (Ajzen and Fishbein 1980; Fishbein and Ajzen 1975) made necessary by the 
original model's limitations in dealing with behaviors over which people have 
incomplete volitional control. Figure 1 depicts the theory in the form of path diagram. 
Each ofthe causal relation in the path diagram is discussed below. 
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Predicting Behavior: Intentions and Perceived Behavioral Control 
Intentions. As in the theory of reasoned action, a central factor in the theory of 
planned behavior is the individual's intention to perform a given behavior. Intentions 
are assumed to capture the motivational factors that influence a behavior; they are 
indications of how hard people are willing to try, of how much of an effort they are 
planning to exert, in order to perform the behavior (Ajzen 1985, 1987，1991). As a 
general rule, the stronger the intention to engage in the behavior, the more likely 
should be its performance. 
It should be clear, however, that a behavioral intention can find expression in behavior 
only if the behavior in question is under volitional control, i.e., if the person can 
decide at will to perform or not perform the behavior. Although some behaviors may 
in fact meet this requirement quite well, the performance of most behaviors depends at 
least to some degree on such non-motivational factors as availability of requisite 
opportunities and resources (e.g., time, money, skills, cooperation of others) (see 
Ajzen 1985 for detailed discussion). Collectively, these factors represent people's 
actual control over the behavior. To the extent that a person has the required 
opportunities and resources, and intends to perform the behavior, he or she could 
succeed in doing so. 
Perceived Behavioral Control. The importance of actual behavioral control is 
self evident: The resources and opportunities available to a person must to some 
extent dictate the likelihood of behavioral achievement. Of greater psychological 
19 
interest than actual control, however, is the perception of behavioral control and its 
impact on intentions and actions. Perceived behavioral control plays an important 
part in the theory of planned behavior. In fact, the theory of planned behavior differs 
from the theory of reasoned action in its addition of perceived behavioral control in 
the theory (Ajzen 1985，1991). 
Perceived behavioral control refers to people's perception of the ease or difficulty of 
performing the behavior of interest (Ajzen 1991). Ajzen,s (1991) view of perceived 
behavioral control is mot compatible with Bandura's (1977, 1982) concept of self-
efficacy, which “is concerned with judgments of how well one can execute courses of 
action required to deal with prospective situations (Bandura 1982, p. 122). Much of 
our knowledge about the role of perceived behavioral control comes from the 
systematic research program of Bandura and his associates (e.g., Bandura, Adams, 
and Beyer 1977; Bandura et al. 1980). These studies show that people's behavior is 
strongly influenced by their confidence in their ability to perform it. The theory of 
planned behavioral control places the construct of self-efficacy belief or perceived 
behavioral control within a more general framework of the relations among beliefs, 
attitudes, intentions, and behavior. 
According to the theory of planned behavior, perceived behavioral control, together 
with behavioral intention, can be used directly to predict behavioral achievement. 
Ajzen (1991) offers two rationales for this hypothesis. First, holding intention 
constant, the effort expended to bring a course of behavior to a successful conclusion 
is likely to increase with perceived behavioral control. The second reason for 
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expecting a direct link between perceived behavioral control and behavioral 
achievement is that perceived behavioral control can often be used as a substitute for a 
measure of actual control. To the extent that perceived behavioral control is realistic, 
it can be used to predict the probability of a successful behavioral attempt. 
Predicting Intentions: Attitudes, Subjective Norms, and Perceived Behavioral Control 
The theory of planned behavior postulates three conceptually independent 
determinants of intentions. The first is the attitude toward the behavior and refers to 
as the degree to which a person has a favorable or unfavorable evaluation or appraisal 
ofthe behavioral in question. The second predictor is a social factor termed subjective 
norm\ it refers to the perceived social pressure to perform or not to perform the 
behavior. The third antecedent of intention is the degree of perceived behavioral 
control which, as we saw earlier, refers to the perceived ease or difficulty of 
performing the behavior and it is assumed to reflect past experience as well as 
anticipated impediments and obstacles (Ajzen 1991). As a general rule, the more 
favorable the attitude and the subjective norm with respect to a behavior, and the 
greater perceived behavioral control, the stronger should be an individual's intention 
to perform the behavior under consideration. 
The relative importance of attitude, subjective norm, and perceived behavioral control 
in the prediction of intention is expected to vary across behaviors and intentions. 
Thus, in some applications it may be found that only attitudes have a significant 
impact on intentions, in others that attitudes and perceived behavioral control are 
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sufficient to account for intentions, and in still others that all three predictors make 
independent contributions. 
Behavioral Beliefs and Attitude toward the Behavior. Most contemporary 
social psychologists take a cognitive or information processing approach to attitude 
formation. This approach is exemplified by Fishbein and Ajzen's (1975) expectancy-
value model of attitudes. According to this model, attitudes develop reasonably from 
the beliefs people hold about an object by associating it with certain attributes. In the 
case of attitudes toward a behavior, each belief links the behavioral to a certain 
outcome, or to some other attributes such as the cost incurred by performing the 
behavior. In a typical study, a standard, global measure of attitude is obtained, usually 
by means of an evaluative semantic differential scale, and this standard measure is 
then correlated with an estimate of the same attitude based on salient beliefs and the 
subjective evaluations of the beliefs (e.g., Ajzen 1974; Fishbein 1963; Fishbein and 
Ajzen 1981;Jaccard and Davidson 1972; Godin and Shephard 1987; Insko et al. 1970; 
Rosenberg 1956). Results of past studies have generally supported the hypothesized 
relations between salient beliefs and attitudes, although the magnitude of this relation 
has sometimes been disappointing (see, e.g., Ajzen and Madden 1986; Fishbein and 
Ajzen 1981). 
Normative Beliefs and Subjective Norms. Normative beliefs are concerned 
with the likelihood that important referent individuals or groups approve or 
disapprove of performing a given behavior (Ajzen 1985，1991). As in the case of 
attitude, a global measure of subjective norm is correlated with an estimate of the 
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same subjective norm based on normative beliefs and motivation to comply with the 
referent in question. The empirical findings of the relation between normative beliefs 
and subjective norms are generally similar to the findings with respect to attitudes 
(see, e.g., Ajzen and Madden 1986; Fishbein and Ajzen 1981). 
Control Beliefs and Perceived Behavioral Control. Control beliefs are a set of 
beliefs that deals with the presence or absence of requisite resources and 
opportunities. These beliefs may be based in part on past experience with the 
behavior, but they will usually also be influenced by second-hand information about 
the behavior, by the experience of acquaintances and friends, and by other factors that 
increase or decrease the difficulty of performing the behavior (Ajzen 1991). The 
more resources and opportunities individuals believe they possess, and the fewer the 
obstacles or impediments they anticipate, the greater should be their perceived 
behavioral control over the behavior. Specifically, a global estimate of perceived 
behavior control is related to the estimate based on control beliefs and perceived 
power of the particular control factor to facilitate or inhibit performance of the 
behavior. As of today, only a handful of studies has examined the relationship 
between specific control beliefs and perceived behavioral control (e.g.，Ajzen and 
Madden 1996). The findings generally support the relation between control beliefs 
and perceived behavioral control. 
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2.3.2 The Role of Desire in Predicting Intention 
Definition of Desire. Desire is defined in this study as an individual's (e.g., an 
employee's) motivational commitment to perform a particular behavior (e.g., 
accepting job assignment to China) (Bagozzi 1992). 
Attitude versus Desire. According to Bagozzi (1992), an attitude provides a 
reason for performing an intention to act in the sense that the perceived consequences 
of acting according to one's intention are believed to lead to valued outcomes. One 
can argue, however, that a favorable attitude is not sufficient for stimulating an 
intention and that something more is needed to perform a motivational role. People 
sometimes find an action appealing (i.e., favorable attitude), but intend not to act even 
when social pressures to act (i.e., favorable subjective norm) exist and when they 
believe they can act (i.e., positive perceived behavioral control) (Bagozzi 1992). 
According to Bagozzi (1992), the missing motivational link in the attitude-intention 
relationships seems to be related to the subjective experience of desiring to perform an 
action (e.g., to acquire an object or to work toward a goal). To desire to do something 
implies a motivational commitment to do it, if we assume that a person believes he or 
she can do it. Yet to find an action appealing or pleasant or nice (i.e., to have a 
positive attitude) is not sufficient motivation. One also must want or desire to do it. 
Attitudes, as currently conceived, constitute evaluative appraisals of an action, but 
unless the appraisals are accompanied by a desire to act, an intention will not be 
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forthcoming. A person who finds an act appealing may have no desire to perform it 
and either may intend not to do it or may form an intention one way or the other. 
Bagozzi (1992) further contends that, in and of themselves, evaluative appraisals such 
as those found in attitudes do not imply motivational commitments. In contrast, the 
existence of a desire, in the presence of a belief that one can act, is a sufficient 
motivator to activate an intention and does not require a positive evaluation. A person 
can want or desire to do something even though it is unappealing, unpleasant, or in 
some other way evaluated negatively (e.g., John wants to go to his father's funeral 
although he is distressed at the prospect of doing so). Likewise, one can want or 
desire not to do something even though it is evaluated positively (e.g., Mary desires 
not to exercise today although she regards favorably the consequences of doing so). 
Of course, desires often coincide with evaluations, but it is important to recognize that 
these reactions are unique responses with potentially different antecedents and 
consequences. 
Intention versus Desire. In the interest of exploring the construct validity of 
conative states, a digression is in order. Often it is suggested that intentions, at least 
in part, are motivational states: “Intentions are assumed to capture the motivational 
factors that have impact on behavior" (Ajzen 1987，p. 44). It is worth asking, then, 
whether desires are distinct from intentions. Fishbein and Stasson (1990, p. 178) 
implies that they are not: “Since we believe that intentions are motivational in nature, 
we feel that.... the measure of desire, although not fully satisfactory, will come closer 
to capturing the meaning of an intention than will a behavioral self-prediction." 
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New View of Desire. Against this point of view, Bagozzi (1992) contends that 
desires and intentions are distinct, and he provide the following rationale. Although 
intentions presuppose desires in the sense that forming an intention to act requires a 
desire to perform the act, desires do not imply intentions. A desire will lead to an 
intention only when self-efficacy also is present. Likewise, to have a desire does not 
imply that self-efficacy exists (one often wishes for things beyond one's control); yet 
to have an intention does so imply. Hence intentions and desires are not the same 
thing, and in principle can achieve discriminant validity. In this connection, measures 
of desire correlated with measures of self-predictions at a lower level (r=0.37) than 
with measures of attitude (r=0.71) in Fishbein and Stasson's (1990) study of the 
prediction of training session attendance by administrative employees. Thus desires 
cannot be considered valid measures of intentions in their study because they achieved 
rather mediocre convergent validity and lacked discriminant validity with attitudes. 
It seems clear that desires and intentions are distinct mental events, but are attitudes 
and desires each unique, or do they belong to the same category of mental responses? 
Bagozzi (1992) has already suggested already that a desire implies a motivational 
commitment to act, whereas an attitude does not. Other distinctions also are possible. 
Desire refers only to a future state, for example, whereas attitude can apply to the 
past, the present, or the future. A person can have a positive or a negative attitude 
toward the World War II，but the person cannot desire the World War 11. Likewise a 
person tend to want his or her attitudes either to persist (e.g., “I hope my feelings 
toward my partner continue.") or to change (e.g., “I wish my attitude toward exercise 
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would become favorable."). In contrast, the person may want his or desires to be 
satisfied. Desires have a periodicity that attitude lack (Bagozzi 1992). Satisfaction of 
a desire terminates it, at least temporarily, but it does not make sense to say that one 
satisfies an attitude. 
Still another difference between attitude and desire is that attitudes can be good or bad 
with respect to something, but a desire cannot (Bagozzi 1992). A person can only 
direct his or her desire toward the good or toward avoidance of the bad. Finally, 
intentions imply desires but do not necessarily imply attitudes (i.e., intentions can be 
simulated by a desire but do not necessarily require an attitude) (Bagozzi 1992). 
Some preliminary research shows that measures of attitudes and desires achieve 
discriminant validity (Bagozzi and Kimmel 1992). 
Types of Desire. If desiring is a fundamental psychological determinants of 
intentions, how do desires arise? How do attitudes relate to them? It is helpful to 
begin by thinking about two kinds of desires, the appetitive and the volitive (Davis 
1984). 
An appetitive desire is directed toward the consumption of things (e.g., a desire for a 
hot fudge sundae) or toward activities of consumption (e.g., a desire to have sex) 
(Davis 1984). In addition, appetitive desires are not based on reasons for performing 
activities per se. In this sense they differ from attitudes toward an act that can be 
based on consequences of the act (Bagozzi 1992): "There may be reasons why we 
have a desire to eat (such as food-deprivation), but we do not have reasons for having 
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a desire to eat" (Davis 1984，p. 186). Common synonyms for appetitive desires are 
appetitive, craving, hungering, longing, urge, and yearning (Bagozzi 1992). Davis 
(1984) maintains that appetitive desires appear as nouns in the following type of 
sentence: "S has a desire [to x] [y]，，，where x again is a verb phrase (e.g., "John has a 
desire to eat lobster") and y is a noun phrase (e.g., "Mary has a desire to have a large 
family，’). 
A volitive desire, like an attitude toward an act, is based on reasons, but unlike 
attitude, it implies a motivational commitment (Davis 1984). Davis (1984) assets that 
volitive desires appear as transitive verbs in the following type of sentence: “S desires 
:to x] [y]," where x again is a verb phrase (e.g., "Ruth desires to sing the lead part") 
and y is a noun phrase (e.g., “George desires to eam a college degree"). Common 
words expressing volitive desires are want, wish, would like, and possibly covet 
(Bagozzi 1992). 
Appetitive and volitive desires can be independent of each other. A person can have 
the former without the latter, for example, when he or she craves a dessert but 
maintains his or her resolve to not eat desserts while on a diet. A person can have a 
volitive but not an appetitive desire, for instance, when he or she eats a disliked 
vegetable because its nutritional properties or because it would be impolite to refuse 
it. The most interesting cases may concem the interplay between appetitive and 
volitive desires. Davis (1984) discusses how appetitive desires may be directed 
toward volitive or even other appetitive desires and how volitive desires may be 
directed toward appetitive and other volitive desires. 
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In an analogous way, Bagozzi (1992) suggests that attitudes can stimulate volitive 
desires and can service to free up appetitive desires. Let us consider how attitudes 
might influence volitive desires. For example, Michael finds a winter holiday in 
Bahamas highly pleasurable, and this pleasure leads to a desire to purchase a time-
shared condominium for future holidays. Appetitive desires, on the other hand, are 
not based on reasons; therefore attitudes cannot create such desires anew. 
Nevertheless, an attitude can function as catalyst to release a hidden desire. For 
example, Susan, previously an indifferent student, experiences positive consequences 
of leaning while in college. She discovers that she values learning highly, and this 
discovery release a latent desire to pursue a career in university teaching and research. 
“I thirst for knowledge" is her way of expressing this new found desire. 
From Bagozzi,s (1992) argument above, it is also possible that desires may also have 
effects on attitudes. Using the example above, Michael may first have a drive to go to 
Bahamas. After finding that it was very pleasurable, he then forms his favorable 
attitude toward having holidays in the Bahamas, which in tum, lead time to a desire to 
purchase a time-shared condominium. As such, it is reasonable to assume that there is 
a bi-directional relations between attitudes and desires especially volitive desires. 
In sum, Bagozzi (1992) suggest that the traditional view of the energization of 
intentions by attitudes needs to be reconsidered. Attitudes can lead to intentions, but 
they appear to do so either by stimulating a volitive desire or by freeing up an 
appetitive desire. Further, desires occasionally stimulate intentions without any 
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influence by attitudes. Under the right conditions, evaluative reactions lead to 
intentions but intentions do not require evaluative reactions. Desires are necessary for 
the development of intentions and provide the impetus for action that is missing in 
attitudes. This contention are supported by Bagozzi and Kimmel (1992)'s study of 
exercise and dieting. They found that much higher variance in intentions was 
explained by desires than by attitudes. Likewise, Fishbein and Stasson (1990) fond 
that desires, but not attitudes, predicted behavior. 
Since the employee's responses toward the job assignment to China is a rational, 
systematic, and thoughtful behavior rather than an impulsive or unconscious one, the 
desire that was used in this study is that of volitive desires. 
Integrating together Ajzen,s (1985, 1991) theory of planned behavior and Bagozzi's 
(1992) contention regarding the relationships among attitudes, desires, and intentions, 
the conceptual framework in this study is shown in Figure 1. 
2.4 The Conceptual Model 
In its application to Hong Kong Chinese's job assignments to China, the conceptual 
framework (see Figure 1) suggests that this behavior, is directly influenced by 
intention, desire, and perceived behavioral control. Intention results, in tum, from 
attitude toward the behavior, subjective norm, and from perceived behavioral control. 
Attitude and subjective norm are postulated as the outcomes of cognitive and 
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normative structures, respectively. Finally, perceived behavioral control is postulated 
to be an outcome of a control structure. 
Based on the conceptual framework discussed above, the conceptual model of 
antecedents and consequences of expatriate job assignments to China is proposed. 
The conceptual model，illustrated in Figure 2，portrays a major variations from the 
conceptual framework. Because of time and budget constraints, the follow-up study 
on the behavior could not be carried out. As such, intentions are used as the surrogate 
variable for the behavior (see Ajzen and Fishbein 1980; Fishbein and Ajzen 1975). 
According to the conceptual model, there are two types of intentions in this study: 
willingness to accept the expatriate job assignment and propensity to leave. It is 
hypothesized in this study that propensity to leave is negatively affected by 
willingness to accept the expatriate job assignment, desire, attitude, subjective norm, 
and perceived behavioral control. Willingness to accept the expatriate job 
assignment, on the other hand, is positively influenced by desire, attitude, subjective 
norm, and perceived behavioral control. Attitude, in tum, is positively affected by 
salary (for the expatriate assignment), promotional opportunity (after repatriation), 
and social life quality (resulting from the location of the job assignment). Subjective 
norm, on the other hand, is positively affected by approval (of important others 
including family and boyfriend/girlfriend). Finally, perceived behavioral control is 
positively influenced by new job opportunity (i.e., opportunity to find a new job). 
Each of the constructs included in the model is discussed below. 
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2.5 The Causal Relations among Constructs and Hypotheses 
2.5.1 The Causal Relations between Perceived Salary, Perceived Promotional 
Opportunity, Perceived social life quality and Attitude toward the 
Expatriate Job Assignment to China 
Based on findings from a focus group interview of ten Hong Kong Chinese marketing 
and sales staff, who have been or going to be assigned to take positions in China., it is 
found that salary of the assignment, promotional opportunity after repatriation, and 
location of the assignment are important determinants of their attitudes toward the 
expatriate job assignment and willingness to accept the expatriate job assignment. 
There are two important to note. First, for these employees, salary of the expatriate 
job assignment is the salary per se. Hardship allowance and other allowances are 
expected. Second, for these employees, location implies quality of social life at the 
job destination. 
These findings are also supported by the literature in the area of expatriate job 
assignment. For example, for salary, Gould and Penley (1985) contend that salary 
may be positively related to the willingness to relocate. For promotional opportunity, 
Noe，Steffy，and Barber (1988) propose that employees who believe that they are 
ready for promotion will be more willing to accept the expatriate assignment. For 
location，Noe and Barber (1993) find that employees were particularly reluctant to 
accept moves between dissimilar communities. Naumann (1993a) also contends that 
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the unique situation created by the foreign location may affect the employee's attitude 
toward the assignment. As such, it is hypothesized in this study that: 
Hj： There is a positive relationship between perceived salary of the 
expatriate job assignment and attitude toward the expatriate job assignment to China. 
The higher the perceived salary, the more favorable is the attitude toward the 
expatriatejob assignment. 
H2: There is a positive relationship between perceived promotional 
opportunity and attitude toward the expatriate job assignment to China. The higher 
the perceived promotional opportunity, the more favorable is the attitude toward the 
expatriate job assignment. 
H3： There is a positive relationship between perceived social life quality at 
the assignment location and attitude toward the expatriate job assignment. The higher 
is the perceived social life quality, the more favorable is the attitude toward the 
expatriate job assignment. 
2.5.2 The Causal Relations between Perceived Approval and Subjective Norm 
Based on the findings from the focus group interview, it is found that approval by 
important others (i.e., family for married employees and boyfriend/girlfriend for 
single employees) is the major determinants of subjective norm. This finding is also 
supported by the literature. For example, Gould and Penley (1985) contends that two 
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family-related factors，spouse's work status and family status, have impact on 
willingness to accept the expatriate job assignment. Stuart (1992) pointed out that 
family acceptance of an expatriate assignment was important to the employee's 
decision. As such, it is hypothesized in this study that: 
H4： There is a positive relationship between perceived approval and 
subjective norm. The more positive is the perceived approval, the more favorable is 
the subjective norm. 
2.5.3 The Causal Relations between Perceived Ease of Finding a New Job and 
Perceived Behavioral Control 
Based on the findings from the focus group interview, it is found that ease of finding a 
new job is an important determinant of perceived behavioral control. According to 
the members of the focus group, the ease of finding a newjob represents the resource 
and opportunity for them to perform the behavior, which in this study, is the decision 
to take or reject the expatriate job assignment to China. This contention is also 
supported by the literature (see Ajzen 1991; Ajzen and Madden 1996). As such, it is 
hypothesized in this study that: 
H5: There is a positive relationship between perceived ease of finding a 
newjob and perceived behavioral control. The higher the perceived ease of finding a 
newjob, the higher is the perceived behavioral control. 
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2.5.4 The Causal Relations between Desire and Attitude 
Members of the focus group interview also mentioned about the role and importance 
of desire in their attitude formation and their decisions to take the expatriate job 
assignments to China. Terms such "want" and "urge" were used to express the desire 
constructs. For example, some members said that “Personally, I really want to go to 
work in China." Another example is “I really have an urge to go to work in China." 
They also agreed that there is a bi-directional causal relationship between desire and 
the attitude. These findings are also supported by the literature (e.g., Bagozzi 1992, 
Bagozzi and Madden 1996) (see discussion in the topic of New View of Desire in 
Section 2.1.2). As such, it is hypothesized in this study that: 
Hga： There is a positive relationship between desire to work in China and 
attitude toward the expatriate job assignment to China. The higher is the desire to 
work in China, the more favorable attitude toward the expatriate job assignment. 
Heb： There is a positive relationship between desire to work in China and 
attitude toward the expatriate job assignment to China. The more favorable attitude 
toward the expatriate job assignment to China, the higher is the desire to work in 
China. 
2.5.5 The Causal Relations between Desire, Attitude toward Job Assignments 
to China, Subjective Norm, Perceived Behavioral Control, and 
Willingness to Accept the Expatriate Job Assignment 
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Based on the conceptual framework reviewed earlier, Ajzen (1985, 1991) and Ajzen 
and Madden (1996) summarize that attitude toward the behavior, subjective norm, and 
perceived behavioral control have positive impacts on intention. Bagozzi (1992), on 
the other hand, contends that desire directly affects intention. Since one of the 
intentions in question in this study is willingness to accept the expatriate job 
assignment. As such, it is hypothesized in this study that: 
H7： There is a positive relationship between desire and willingness to 
accept the expatriate job assignments to China. The higher the desire to work in 
China, the higher is the willingness to accept the expatriate job assignment. 
Hg： There is a positive relationship between attitude toward job 
assignments to China and willingness to accept job assignments to China. The more 
favorable the attitude toward the expatriate job assignments to China, the higher is the 
willingness to accept the expatriate job assignment. 
H9： There is a positive relationship between subjective norm and 
willingness to accept the expatriate job assignments to China. The more favorable the 
subjective norm toward the expatriate job assignments to China, the higher is the 
willingness to accept the expatriate job assignment. 
H,o： There is a positive relationship between perceived behavioral control 
and willingness to accept the expatriate job assignments to China. The higher the 
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perceived behavioral control, the higher is the willingness to accept the expatriate job 
assignment. 
2.5.6 The Causal Relations between Desire, Attitude toward the Expatriate 
Job Assignments to China, Subjective Norm, Perceived Behavioral 
Control，and Propensity to Leave 
Based on the same arguments in the previous section, it can be summarized that 
attitude toward the behavior, subjective norm, and perceived behavioral control have 
positive impacts on intention (Ajzen 1985, 1991; Ajzen and Madden 1996) and that 
desire directly affects intention (Bagozzi 1992). Since another intention of interest in 
this study is propensity to leave, it is hypothesized in this study that: 
Hii： There is a negative relationship between desire to work in China and 
propensity to leave the company. The higher the desire to work in China, the lower is 
the propensity to leave . 
H,2： There is a negative relationship between attitude toward the expatriate 
job assignments to China and propensity to leave the company. The more favorable 
the attitude toward the expatriate job assignments to China, the lower is the propensity 
to leave. 
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Hi3: There is a negative relationship between subjective norm and 
propensity to leave the company. The more favorable the subjective norm toward the 
expatriatejob assignments to China, the lower is the propensity to leave. 
Hi4: There is a negative relationship between perceived behavioral control 
over the decision to take or reject the expatriate job assignment and propensity to 
leave the company. The higher the perceived behavioral control, the higher is the 
propensity to leave. 
2.5.7 The Causal Relations between Willingness to Accept the Expatriate Job 
Assignment and Propensity to Leave the Company 
From the focus group interview, there are two possible consequences of expatriate job 
assignments to China in terms of intentions: willingness to accept the expatriate job 
assignment to China and propensity to leave the company for a new job. It is 
generally agreed among the members of the focus group that willingness to accept the 
expatriate job assignment tends to be the antecedent of propensity to leave. In other 
words, if employees do not want to take the expatriate assignments to China, they will 
also start thinking about finding newjobs. The rationale for this agreement is that, by 
refusing to accept the job assignment, their job security is reduced because their 
supervisors may not be happy with them. So they would be better off if they have a 
newjob in reserve. As such, it is hypothesized in this study that: 
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Hi5: There is a negative relationship between willingness to accept the 
expatriate job assignments to China and propensity to leave the company. The higher 
the willingness to accept the expatriate job assignment, the lower the propensity to 
leave the company. 
2.6 Summary 
This chapter first presented relevant literature (i.e., theory of planned behavior and 
role of desire) that formed the conceptual framework of this study. The conceptual 
model was then discussed in the second section. Finally, the causal relations among 





This chapter presents the research methodology used in this study. Specifically, the 
research design of the study is discussed in the first section. This is followed by 
discussion of the sample and sampling procedure in the second section. Data 
collection procedure, manipulations, and operationalization of constructs are then 
discussed in the third, fourth, and fifth section while data analysis procedures used in 
this study is discussed in the sixth section. This chapter closes by discussion of the 
research activities. 
3.1 The Research Design 
The objective of this study is to propose and empirically test the conceptual model 
of antecedents and consequences of willingness to accept the job assignment to 
China that is applicable Hong Kong Chinese sales and marketing employees. This 
objective implies two implications. First, antecedents and consequences of 
willingness to accept the job assignment imply causal directions among various 
constructs. As such, a path analysis or structural equation modeling analysis is 
need to test the causal directions. Second, requirement for the results to be 
generalizable to Hong Kong Chinese employees implies the need for a 
heterogeneous sample that can represent Hong Kong Chinese employees. 
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Based on these two implication, sample survey was selected as the research 
strategy of choice for this study because a sample survey, which is a correlational 
study (McGrath 1982)，is appropriate for collecting various psychological 
constructs that were identified in the conceptual model from a representative 
sample of Hong Kong Chinese sales/marketing employees. The causal relations 
among these constructs were then tested by the analysis of the structural equation 
model. 
3.2 The Sample and the Sampling Procedure 
The Sample. A total of 320 Hong Kong Chinese employees participated in 
this study. Of these 320 subjects, 96 percent of them were holding junior- or 
middle-level marketing and sales positions at the time of the data collection. The 
rest of them (4 percent) were non-marketing managers (e.g., accounting, engineer) 
who were included into the study by accident. All of the subjects had not yet been 
assigned to any expatriate positions in China. However, most of them were 
required by their companies to take short trips to visit their customers, and their 
own factories, branches and/or subsidiaries in China several times per year. As 
such, we believed that these subjects had more chance than other employees to be 
approached and/or assigned to take expatriate positions in China. 
In terms of the demographic characteristics of the sample, it is found 50.6 percent of 
the subjects were male and 49.4 percent were female. In terms of income, the 
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subjects' incomes were distributed as follow: 12.2 percent of them eamed up to 
$10,000; 46.6 percent of them eamed between $10,001 and $20,000; 31.1 percent 
eamed between $20,001 and $30,000; 6.3 percent of them eamed between $30,001 
and $40,000; 1.9 percent of them eamed between $40,001 and $50,000 (1.9%); and 
the rest of them (1.3%) eamed above $50,000. In terms of education levels, 23.8 
percent of the subjects were high school graduates; 23.1 percent of them had some 
college education; 51.2 percent of them held bachelor's degrees; and the rest of the 
subjects (1.9 percent) held graduate degrees. In terms of work experience, the mean 
of the sample was 5.72 years. Finally, in terms of types of industries, 17.50 percent of 
the subjects worked in the hotel industry; 17.19 percent of them worked in the 
telecommunication industry; 20.31 percent of them worked in the insurance industry; 
16.25 percent of them worked in the retailing industry; 8.75 percent of them worked 
in the property industry; 6.88 percent worked in the advertising industry; 4.06 percent 
of them worked in the airline industry; and the rest of them (9.06 percent) of them 
worked in miscellaneous industries. See Table 1 for more detailed. 
Sampling Procedure. Convenient sampling was the sampling procedure used 
in this study. Specifically, the sampling frame for this study was Hong Kong based 
companies that had operations (e.g., factories, branches, subsidiaries, sales offices) in 
China. The rationale for this sampling frame was that employees of these companies 
had more chances to be assigned as expatriates to China. The list of these companies 
was compiled from Hong Kong Trade Development Council and Hong Kong-Chinese 
Commerce Association. The list represented a very diversified population of 
companies in terms of industries. 
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One hundred and eighty companies were randomly selected from the list. A letter 
requesting permission to interview marketing and sales staff was sent to top 
management of each company. Altogether 51 companies had agreed to participated in 
the study resulting in 28.33 percent response rate. We then randomly approached 
these companies one at a time to obtained data. After screening out employees who 
were not qualified for the study (e.g., holding expatriate positions at the time of data 
collection, having very low chance to be assigned to China) by the help of the 
supervisors, every qualified employee in the company was given an experimental 
stimuli and then interviewed. Overall, 46 of these 51 companies were approached 
resulting in 320 subjects; 40 for each of the eight (2x2x2) experimental conditions. 
Based on the descriptive statistics of the sample discussed above and the sampling 
procedure used in this study, it is clear that the sample was relatively heterogeneous in 
many aspects especially the type of industries they were working in at the time of the 
data collection. As such, it is fair to conclude that the sample used in this study may 
be considered as a representative sample of Hong Kong Chinese marketing and sales 
staff. 
3.3 Data Collection Procedures 
A total of320 Hong Kong Chinese marketing and sales staff participated in this study. 
At their offices, after the subjects were assured that the data they provided would be 
treated confidentially and their identities anonymous, the subjects were randomly 
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given one of the eight versions of a self-administered questionnaire. Note that 
randomizing the treatments (i.e., eight different versions of questionnaires) to subjects 
was much more practical than randomizing subjects to experimental conditions. Also 
note that each version of questionnaires represented one and only one of the eight 
experimental conditions. 
The rationale for developing eight versions of questionnaires or treatments stemmed 
from the fact that most of the employees who were the potential candidates for this 
study were not approached by their managers regarding job assignments to China at 
that time. Under this condition, the employees would not have any clear idea about 
the job assignments and would have a lot of difficulty or inability to answer the 
questions in the questionnaire. In order to generate responses for the survey, a 
particularjob assignment scenario is needed to induce responses in the employees. As 
such, a 2x2x2 factorial design based on the three job assignment-related factors 
(salary, promotional opportunity, social life quality) was conducted to create eight 
different scenarios for the study. See more detail about the manipulation in the next 
section. 
In the questionnaire, first, the subject was asked to imagine that he or she was 
approached by his or her supervisor to accept a job assignment to China. Then 
information about the expatriate job assignment in terms of salary increase (40 percent 
increase versus no increase), promotional opportunity after retum to Hong Kong (yes 
versus no), social life quality (Beijing versus Shenzhen) was given. Finally，the 
subject was asked to answers a series of questions about his or her responses (i.e., 
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perceptions regarding salary, promotional opportunity after repatriation, social life 
quality; attitude; subjective norm; desire; perceived behavior control; willingness to 
take the expatriate job assignment; and propensity to leave) toward the expatriate job 
assignment. After the subject completed the questionnaire, he or she was debriefed 
about the objective of the study and was asked not to discussed about the study with 
other subjects who were not yet been interviewed. A sample questionnaire is shown 
in Appendix. 
3.4 Manipulations 
As mentioned in the previous section, a 2 (salary) x 2 (promotional opportunity) x 
2 (social life quality) factorial design was used to generate the eight versions of 
questionnaires for the subjects. Salary, promotional opportunity after repatriation, 
and social life quality at the assignment location were chosen for the manipulation 
because these constructs are factors that are under the control of the management, 
not the employees, but significantly affect the responses toward the job assignment 
of the employees. The resulting perceptions (i.e., perceived salary, perceived 
promotional opportunity, and perceived social quality life) and other psychological 
responses toward the job assignment collected by the questionnaires were later 
analyzed for causal relations. The manipulations of the three experimental 
variables were as follow: 
Salary. Two salary conditions were created by manipulating the level of 
salary increase for the expatriate position: increase in salary versus no increase in 
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salary. Specifically, subjects were randomly assigned into one of the two salary 
conditions, in which they were given information about their job assignments to 
China and the salary to be expected, purportedly from their direct supervisors. For 
the increase-in-salary condition, the subjects were informed that, in addition to the 
allowances, their salary would be increased by 40 percent. For the no-increase-in-
salary condition, the subjects were informed that, apart from the allowances, their 
salary would remain at the current level. Note that the figure of 40 percent increase 
in salary was considered by the focus group as an attractive offer in terms of salary 
for expatriate job assignments to China. 
Promotional Opportunity. Two promotion opportunity conditions were 
created by manipulating the opportunity to be promoted to a higher position when 
the employee relocate back to Hong Kong: promotion versus no promotion. As in 
the manipulation of salary, subjects were randomly assigned into one of the two 
promotion conditions, in which they were given information about their job 
assignments to China and their promotional opportunity after they come back to 
Hong Kong. For the promotion condition, the subjects were informed that they 
would be promoted to a higher position when they returned to Hong Kong. For the 
no-promotion condition, the subjects were informed that they would remain at the 
same position after they returned to Hong Kong. 
Social Life Quality. There were also two conditions for social life quality: 
high versus low. The two social life quality conditions were created by 
manipulating the location of the job assignments. Based on the focus group 
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interview, it was generally agreed by the subjects that big cities such as Beijing or 
Shanghai provide better or higher quality of social life (e.g., entertainment, cultural 
events, etc.) than small cities. Specifically, subjects were randomly assigned into 
one of the two social life quality conditions, in which they were given information 
about their job assignments to China and the assignment location. For the high-
social-life-quality condition, the subjects were informed that they would be 
assigned to Beijing. For the low-social-life-quality condition, the subjects were 
informed that they would be assigned to Shenzhen. 
3.5 Operationalization of Constructs 
Based on the conceptual model, it is hypothesized in this study that propensity to 
leave is negatively affected by willingness to take the expatriate job assignment, 
desire, attitude toward the expatriate job assignment, subjective norm, and perceived 
behavioral control. Willingness to take the expatriate job assignment, in tum, is 
positively influenced by attitude toward the expatriate job assignment, subjective 
norm, and perceived behavioral control. Attitude toward the expatriate job 
assignment is hypothesized to be positively affected by salary, promotional 
opportunity, social life quality, and desire. Subjective norm is hypothesized to be 
influenced by approval by important others. Finally, perceived behavioral control is 
positively affected by opportunity of finding a newjob. As such, there are altogether 
eleven constructs in the conceptual model. The operationalization of these constructs 
is discussed below. Please see Appendix for more detail. 
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Perceived Salary. Perceived salary is defined as the employee's beliefs 
regarding the salary that he or she would get if he or she accepts the expatriate job 
assignment to China. This construct was identified by members of the focus group 
interview as an important determinant of employees' decision to accept or reject the 
expatriate job assignment. The scale for measuring perceived salary was derived 
directly from the definition of the construct. Perceived salary was measured on a 2-
item, 7-point Likert scale anchored at “strongly disagree" to "strongly agree." These 
two items were generated for the construct based on their appropriateness, uniqueness, 
and ability to the respondents "different shade of meaning" (see Churchill 1979). A 
sample item is ‘‘If I take the job assignment to China, I would get a significant 
increase in terms of salary" 
Perceived Promotional Opportunity. Perceived promotional opportunity is 
defined in this study as the employee's beliefs regarding the promotional opportunity 
after repatriation to Hong Kong if he or she accepts the expatriate job assignment to 
China. This construct was also identified by members of the focus group interview as 
an important determinant of employees' decisions to accept or reject the expatriate job 
assignment. The scale for measuring promotional opportunity were directly derived 
from the definition of the constructs. Perceived promotion was measured on a 2-item, 
7-point Likert scale anchored at “strongly disagree" to “strongly agree." These two 
items were generated for the construct based on their appropriateness, uniqueness, and 
ability to the respondents "different shade of meaning" (see Churchill 1979). A 
sample item is “Ifl take the job assignment to China, I would be promoted to a higher 
position when I come back to Hong Kong. 
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Perceived Social Life Quality. Perceived social life quality is defined in this 
study as the employee's beliefs regarding the quality of his or her social environment 
if he or she takes the expatriate job assignment to China. This construct was also 
identified by members of the focus group interview as an important determinant of 
employees' decisions to accept or reject the expatriate job assignment. The scale for 
measuring this construct was also derived directly from the definition. Perceived 
social life quality was measured on a 2-item, 7-point Likert scale anchored at 
“strongly disagree" to "strongly agree." These two items were generated for the 
construct based on their appropriateness, uniqueness, and ability to the respondents 
"different shade of meaning" (see Churchill 1979). A sample item is "IfI take thejob 
assignment to China, I would have good social life." 
Perceived Approval. Perceived approval is defined in this study as the 
employee's beliefs regarding whether or not his or her decision to take the expatriate 
job assignment to China is supported by people who are important to him or her (i.e., 
family [including parents and spouse], and friends [including boyfriend/girlfriend if 
the subject is still single]). This construct was also identified by members of the focus 
group interview as an important determinant of employees' decision to accept or 
reject the expatriate job assignment. The scale for measuring this construct was 
derived from Ajzen's (1991) theory of planned behavior and information from the 
focus group interview (i.e., who are people who were important to them). Perceived 
approval was measured by a 2-item, 7-point Likert scale anchored at “strongly 
disagree" to “strongly agree." These two items were generated for the construct based 
on their appropriateness, uniqueness, and ability to the respondents "different shade of 
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meaning" (see Churchill 1979). A sample item is “I think my family (e.g., parents, 
spouse) would approve my decision to take the job assignment to China." 
New Job Opportunity. New job opportunity is defined in this study as the 
employee's beliefs regarding the extent of his or her opportunity in finding a newjob 
(at the same level) if he or she does not want to take the expatriate job assignment. 
This construct was also identified by members of the focus group interview as an 
important determinant of employees' decisions to accept or reject the expatriate job 
assignment. The scale for measuring this construct was derived directly from the 
definition. New job opportunity by a single-item, 7-point Likert scale anchored at 
“strongly disagree" to “strongly agree." This single item was generated for the 
construct based on its appropriateness, uniqueness, and ability to the respondents 
"different shade of meaning” (see Churchill 1979). The item is “I believe that it is 
quite easy for me to find a newjob that is as good as my currentjob." 
Desire. Desire is defined in this study as the employee's personal wish or 
motivational commitment to work in China. This construct was also identified by 
members of the focus group interview as an important determinant of employees' 
decisions to accept or reject the expatriate job assignment. The scale for measuring 
this construct was derived from Bagozzi's (1992) definition of volitive desire. Desire 
was measured by a 2-item, 7-point semantic differential scale anchored at “no urge at 
all to work in China, strong urge to work in China" (Bagozzi, 1992). Desire was 
measured on a 2 item scale, 7-point semantic differential scale. The anchors were no 
urge at all/a very strong urge, and no wish at all/a very strong wish. These two items 
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were generated for the construct based on their appropriateness, uniqueness, and 
ability to the respondents "different shade of meaning" (see Churchill 1979). A 
sample item is "Personally, I have to go to work in China." 
Attitude toward the Expatriate Job Assignment to China. Attitude toward the 
expatriate job assignment to China is defined in this study as the employee's favorable 
or unfavorable predisposition or overall evaluation toward the expatriate job 
assignments to China. The scale for this construct was derived from Ajzen's (1991) 
theory of planned behavior. This construct was measured by a 3-item, 7-point 
semantic differential scale. These three items were generated for the construct based 
on their appropriateness, uniqueness, and ability to the respondents “different shade of 
meaning" (see Churchill 1979). Scale anchors were negative/positive, 
favorable/unfavorable, and like/dislike. A sample item is “Personally, my overall 
feeling toward the job assignment to China is .，’ 
Subjective Norm. Subjective norm is defined in this study as the employee's 
perception regarding the important others' favorable or unfavorable predisposition or 
overall evaluation toward his or her job assignments to China. The scale for this 
construct was derived from Ajzen's (1991) theory of planned behavior. This construct 
was measured by a 3-item, 7-point semantic differential scale. These three items were 
generated for the construct based on their appropriateness, uniqueness, and ability to 
the respondents "different shade of meaning" (see Churchill 1979). Scale anchors 
were negative/positive, favorable/unfavorable, and like/dislike. A sample item is 
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"Personally, the overall feeling of those people who are important to me (e.g., my 
family, spouse, boyfriend/girlfriend) toward myjob assignment to China is •” 
Perceived Behavioral Control. Perceived behavioral control is defined in this 
study as employee's overall evaluation of the control he or she has regarding his or 
her decision to accept or reject the expatriate job assignment to China. The scale for 
this construct was derived from Ajzen's (1991) theory of planned behavior. This 
construct was measured by a single-item, 7-point Likert scale anchored at “strongly 
disagree" to "strongly agree.” The item was generated for the construct based on their 
appropriateness, uniqueness, and ability to the respondents "different shade of 
meaning" (see Churchill 1979). The item is “I think I have full control over my 
decision to take the job assignment to China." 
Willingness to Take the Expatriate Job Assignment. Willingness to take the 
expatriate job assignment and propensity to leave are the two types of behavioral 
intention identified in the focus group interview. Willingness to take the expatriate 
job assignment is defined in this study as the employee's tentative decision whether or 
not to accept the expatriate job assignment if the job is assigned to him or her. The 
scale for this construct was derived from Ajzen's (1991) theory of planned behavior. 
This construct was measured by a 2-item，7-point Likert scale anchored at “strongly 
disagree" to “strongly agree." These two items were generated for the construct based 
on their appropriateness, uniqueness, and ability to the respondents “different shade of 
meaning" (see Churchill 1979). A sample item is “If my company assigns me to go to 
work to China, I intend to take the assignment" 
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Propensity to Leave. Other than willingness to take the expatriate job 
assignment, propensity to leave is the other behavioral intention identified in the focus 
group interview. Propensity to leave is defined in this study as the employee's 
tentative decision whether or not to leave the company if the expatriate job is assigned 
to him or her. The scale for this construct was derived from Ajzen,s (1991) theory of 
planned behavior. This construct was measured by a 2-item, 7-point Likert scale 
anchored at "strongly disagree" to "strongly agree." These two items were generated 
for the construct based on their appropriateness, uniqueness, and ability to the 
respondents “different shade of meaning" (see Churchill 1979). A sample item is “If 
my company assigns me to go to work to China，it is very likely that I will leave my 
company to stay in Hong Kong." 
3.6 Data Analysis 
Two data analysis procedures were performed in this study: (1) manipulation and 
confounding checks, and (2) structural equation modeling. The detail of each 
analytical procedure is explained below. 
3.6.1 Manipulation and Confounding Checks. 
Since the reliability of all of the multi-item scales exceeded 0.7, the threshold 
recommended by Nunnally (1978), three composite scores for perceived salary, 
perceived promotional opportunity, and perceived social life quality were generated 
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by averaging the items in each scale. The objective of generating the composite 
scores was to used them in the manipulation and confounding checks. 
For manipulation check，separate ANOVAs were run on perceived salary, perceived 
promotional opportunity, and perceived social quality to determine whether subjects 
in the two salary groups, the two promotion groups, and the two social life quality 
groups differ, respectively. For confounding checks, ANOVAs were conducted to 
determine whether or not (1) salary manipulation had significant impacts on perceived 
promotional opportunity and perceived social life quality, (2) promotion manipulation 
had significant impacts on perceived salary and perceived social life quality, and (3) 
location manipulation had significant impacts on perceived salary and perceived 
promotional opportunity.. 
3.6.2 Structural Equation Modeling 
To test the hypothesized relationships among constructs specified in the conceptual 
model, a structural model approach was employed. This approach was selected 
because a structural model can be used to specify and test the phenomenon under 
study in terms of hypothesized cause-and-effect constructs and their indicators 
(Bagozzi 1981, 1982; Bentler and Speckart 1979; Ryan 1982). Because each equation 
in the structural equation model represents a causal link rather than a mere empirical 
association, the structural parameters do not, in general, coincide with coefficients of 
regression among observed variables. Instead, the structural parameters represent 
relatively unmixed, invariant, and autonomous features of the mechanism that 
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generates the observed variables. The software program used to conduct the path 
analysis in this study was PRELIS 2 (J6reskog and S6rbom 1988) and LISREL 8 
(Joreskog and S6rbom 1993). 
The data collected were input into PRELIS 2，which generated the covariance matrix 
to be used as input for LISREL 8. Generally, a structural equation model consists of 
two models: the measurement model and the structural model. The measurement 
model specifies how the latent variables or constructs are measured in terms of 
observed variables. It also describes the measurement properties in terms of validity 
and reliability. The structural model, on the other hand, specifies the causal relations 
among the latent variables or constructs and describes the amount of unexplained 
variance. 
3.7 Research Activities 
The following research activities were performed in this study: 
3.7.1 Focus Group Interview 
After the formulation of problem and literature review, a focus group interview of ten 
Hong Kong Chinese employees was conducted. All of these subjects work either in 
sales or marketing department. Their positions were in the range of junior- to middle-
management level. Half of the subjects had been repatriated from China; the other 
half had visited China several times though they had not been relocated to China. 
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They were asked to identify and discuss antecedents (e.g., "What factors affect your 
decision to accept job assignments to China?”）and consequences (e.g., "What would 
you do if your company assigns you to work in China?"). The antecedents and 
consequences identified by the focus group were then used to conceptualize the 
conceptual model based on the conceptual framework that was derived from Ajzen's 
(1985, 1991) theory of planned behavior and Bagozzi's (1992) role of desire in 
decision making. 
3.7.2 Pretest 
Based on the conceptual model developed from the findings of the focus group and 
the conceptual framework, a questionnaire was designed and tested with a group of 
240 undergraduate students. Manipulation and confounding checks showed that the 
manipulations were successful and there was not any confounding effect at all. The 
reliability (Chronbach alpha) of all of the constructs exceeded 0.7, the threshold 
recommended by Nunnally (1978). Some wordings in the questionnaire was also 
refined based on the comments got from the debrief of the students after the interview. 
As such, the revised questionnaire was then used for the main study. See Table 2 for 
the manipulation and confounding checks for the pretest for more detail. 
3.7.3 The Main Study 
As mentioned earlier in Section 3.1.4 (Sample and Sampling Procedure) and Section 
3.1.5 (Data Collection Procedure), the sampling frame for this study was Hong Kong 
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Chinese marketing and sales staff who had not yet been assigned to China but had 
potential to be assigned to China. The sampling procedure used in this study was 
cluster sampling. Specifically, the list of companies for the sampling frame was 
obtained from Hong Kong Trade Development Council and Hong Kong-China 
Association. All of these companies had active operations in China. From the list, 
180 companies were randomly selected and then approached to participate in this 
study. Fifty one companies agreed to participated. Then these 51 companies were 
randomly selected one at a time for the data collection. Altogether 46 companies were 
needed to obtained the required 320 subjects, 40 for each experimental conditions. 
The data collected was then analyzed by three analytical procedures: scales 
assessment, manipulation and confounding checks, and structural equation modeling. 
3.8 Summary 
This chapter presented the research methodology used in this study. Specifically, 
research strategy, research design, sample and sampling procedure, data collection 
procedure, operationalization of constructs, data analyses, and research activities were 
discussed in detail in this chapter. 
CHAPTER IV 
ANALYSIS AND RESULTS 
4.0 Overview 
This chapter presents the results of the data analyses. The manipulation and 
confounding checks in the first section. The structural model results of the conceptual 
model is then presented and discussed. The modified model is also proposed and 
tested in this section. Finally, the overall results of this study is discussed in detail in 
the last section. 
4.1 Manipulation and Confounding Checks 
4.1.1 Manipulation Checks 
For manipulation checks, an ANOVA were run on perceived salary to determine 
whether or not subjects in the two salary groups (40-percent increase versus no 
increase) differ. Separate ANOVAs were also performed on perceived promotional 
opportunity for the two promotion groups (i.e., promotion versus no promotion 
groups) and on perceived social life quality for the two social life quality groups (i.e., 
Beijing versus Shenzhen). Results show that there was a significant difference 
(p<0.001) in perceived salary between 40-percent-salary-increase group and no-
salary-increase group (5.8938 versus 3.2250). Similarly, there was a significant 
difference (p<0.001) in perceived promotional opportunity between promotion group 
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and no-promotion group (5.5781 versus 3.2000). Finally，there was a significance 
difference between Beijing group and Shenzhen group (4.5563 versus 3.1219). Since 
all these significant differences were in also the hypothesized direction, it can be 
concluded that the manipulations were successful. See more detail in Table 3. 
4.1.2 Confounding Checks 
As confounding checks, ANOVAs were conducted for each attribute. Results show 
that promotional manipulation had no significant effect on perceived salary and 
perceived social life quality. It is also found that location manipulation had no 
significant effect on the perceived salary and perceived promotional opportunity. On 
the other hand, it is found that salary manipulation had significant impact on both 
perceived promotional opportunity (4.6219 versus 4.15) and perceived social life 
quality. In other words, there were confounding effects by salary manipulation. A 
possible explanation for the confounding effect of salary manipulation on perceived 
promotional opportunity is that subjects in the 40-percent-salary-increase group may 
infer from large salary increase that they were important to the company and, as a 
result, they would have a higher chance for promotion after repatriation than others. 
A plausible reason for the confounding effect of salary manipulation on perceived 
social life quality is quite straightforward: more income means more social activities 
and thus higher quality of social life. In other words, although salary manipulation 
had confounding effects on perceived promotional opportunity and perceived social 
life quality, it confounded them in rational ways. As such, we will proceed to analyze 
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the data by structural equation modeling to test the causal relations hypothesized in 
the conceptual model. 
4.2 Structural Equation Modeling 
The causal relations specified in the conceptual model was tested by structural 
equation modeling approach. Specifically, the data were input into PRELIS 2 
(J6reskog and Sorbom 1988) to create the covariance matrix, which in tum, was input 
into LISREL 8 (J6reskog and S6rbom 1993). Based on the findings, a modified 
model of the antecedents and consequences of willingness to accept the job 
assignment was derived from the original model by deleting the insignificant causal 
relations and analyzed to see whether or not the modified model fit the data better. 
As discussed earlier, a structural equation model is used to specify the phenomenon 
under study in terms of hypothesized cause-and-effect constructs and their indicators. 
Because each equation in the model represents a causal link rather than a mere 
empirical association, the structural parameters do not, in general, coincide with 
coefficients of regressions among observed variables. Instead, the structural 
parameters represent relatively unmixed, invariant and autonomous features of the 
mechanism that generates the observed variables (J6reskog and S6rbom 1989). In 
other words, structural equation models are useful to address the two basic problems 
of scientific inference: measurement and causal relations between among constructs 
and the explanatory power of such relations. 
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Note that a structural equation model such as LISREL model consists of two parts: the 
measurement model and the structural equation model. The measurement model 
specifies how the latent variables or hypothetical constructs are measured in terms of 
the observed variables, and it describes the measurement properties (validities and 
reliabilities) of the observed variables. The structural equation model specifies the 
causal relations among the latent variables and describes the causal effects and the 
amount of unexplained variance (J6reskog and Sorbom 1989). As such, the 
discussion of the results of both the original conceptual model and the modified 
conceptual model proceed in two stages. First the results of the measurement model 
are examined. The structural model is then discussed. 
4.2.1 The Original Conceptual Model 
4.2.1.1 The Measurement Model Evaluation 
As mentioned above, the measurement model specifies how the latent variables or 
hypothetical constructs are measured in terms of observed variables, and it describes 
the measurement properties (validities and reliabilities) of the observed variables. 
This definition implies that a good measurement model should have (1) high and 
statistically significant indicator coefficients (X s^ and X s^), (2) high reliabilities 
(Cronbach as)，and high validities (i.e., proportion-of-variance extracted index). 
The indicators coefficients (i.e., standardized factor loadings), reliabilities, and 
proportions of variance extracted of each construct in the measurement model are 
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shown in Table 4，Part A. Note that the first item of each construct was fixed at 1.00 
for scaling purpose. The indicator coefficients of the constructs are generally very 
high and very close to the anchored coefficient of 1.00 (ranging from 0.95 tol.lO). 
All of these coefficients are also statistically significant (p<0.01, 1-tailed). Reliability 
levels of the multi-item constructs are high (ranging from 0.9798 to 0.9641). All of 
them exceed 0.70，the threshold recommended by Nunnally (1978). The more 
conservative proportion-of-variance extracted index (Fomell and Larcker 1981)， 
which indicates the amount of variance captured by a construct in relation to the 
amount of variance due to measurement error, demonstrates that all the constructs 
except perceived behavior control (0.14) have moderately high to high validities 
(ranging from 0.8250 to 0.9450). In other words, all of the constructs except 
perceived behavioral control exceed the minimal standard of 0.50, which indicates 
that the variance captured by the constructs exceeds the variance due to measurement 
error (Fomell and Larcker 1981). Perceived behavioral control, however, is still 
included in the model for substantive (i.e., model testing) reasons. 
Since all of the indicator coefficients (A,^ s and X s^) are high and statistically 
significant, and the reliabilities and validities of all but one constructs exceed the 
minimal standards required, it is reasonable to conclude that the measurement model 
is acceptable. As such, we proceed to the structural model results. 
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4.2.1.2 Structural Equation Model Results 
The Model Fit. The equation model specifies the causal relations among the 
latent variables and describes the causal effects and the amount of unexplained 
variance. An initial matter, however, is whether or not the maximum likelihood 
estimate for the structural equation model provides a satisfactory fit to the data. The 
Chi-square value (see Table 4，Part B) indicates that the model, even after 
modification (by setting the error variance of y13 to 0.15 and setting the error 
covariance between y, and y2 to 0.15), does not adequately account for the 
relationship between the observed sample covariance and the hypothetical population 
covariance (x^^^^=l,l54M, p=0.00). Since it is generally agreed that %^  test should be 
used as a guide rather than an absolute index of fit (Bagozzi 1981; Bearden, Sharma, 
and Teel 1982; Fomell and Larcker 1981)，other fit indices including GFI (Joreskog 
and S6rbom 1989)，AGFI (J6reskog and S6rbom 1989)，CFI (Bentler 1990), NFI 
(Bentler and Bonett 1980), and IFI (Bollen 1989) were used in this study. 
Results (see Table 4, Part B) show that the value of GFI, AGFI, CFI, NFI, and IFI is 
equal to 0.80，0.72, 0.88, 0.90，and 0.90, respectively. Based on the heuristics, the 
structural equation model is not sufficiently fit based on GFI, AGFI, and NFL It can 
be considered as fit, however, based on CFI and IFI. The use of GFI and AGFI, 
however, is not without a problem. Although GFI and AGFI do not depend on sample 
size explicitly in their calculation，their sampling distributions depend on sample size. 
Maiti and Mukherjee (1990) demonstrate that there is an exact monotonic relationship 
between x^ and GFI. In this case, the models tested may not have a good fit based on 
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GFI and AGFI if the sample size is large. As such, incremental fit indices such as 
NFI, CFI, and IFI become the more appropriate fit measures. 
Since the sample size of this study was 320, which can be considered quite a large 
sample, incremental fit indices such as NFI, CFI, and IFI are more appropriate indices 
for assessing model fit. Since both CFI and IFI equal to 0.90 and NFI is very close to 
the threshold of 0.90, it is reasonable to conclude that the structural model is 
marginally adequate. 
Causal Relationships among the Constructs. Since the model fit is considered 
as marginally adequate, we now tum to the structural parameter estimates. In this 
study, the causal relations among the constructs in the conceptual model were 
hypothesized: Attitude toward the expatriate job assignment is positively affected by 
perceived salary (H!)，perceived promotional opportunity (H】)，perceived social life 
quality (¾), and desire ( ¾ ) . Desire, on the other hand, is also positively influenced 
by attitude toward the expatriate job assignment. Subjective norm is positively 
affected by perceived approval (¾). Perceived behavioral control is positively 
influenced by new job opportunity (¾). Willingness to accept the expatriate job 
assignment is positively affected by desire (H7), attitude toward the expatriate job 
assignment (¾), subjective norm (H9), and perceived behavioral control ( ¾ ) . 
Finally, propensity to leave is negatively affected by desire (Hn), attitude toward the 
expatriate job assignment (H!2), subjective norm ( H , 3 ) , and perceived behavioral 
control (Hi4) and willingness to accept the expatriate job assignment (H!5). 
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Results (see Table 4，Part B) show that perceived salary (Yu=0.40, p<0.01, 1-tailed), 
perceived promotional opportunity (Yi2=0.21, p<0.01, 1-tailed), perceived social life 
quality (yi3=0.13, p<0.01, 1-tailed), and desire (Yi6=0.47, p<0.01, 1-tailed) are the 
significant determinants of attitude toward the expatriate job assignment. The 
proportion of variance explained or R^ of the function is 0.74. 
Note that attitude toward the expatriate job assignment (丫61=0.22，p<0.01, 1-tailed) 
also have a significant reverse impact on desire. The proportion of variance explained 
or R2 of the function is 0.22. 
For subjective norm, results (see Table 4, Part B) show that subjective norm is 
significantly determined by perceived approval (724=0.85, p<0.01, 1-tailed). The 
proportion of variance explained or R^ of the function is 0.67. 
Results (see Table 4，Part B) show that perceived new job opportunity is the 
significant determinant of perceived behavioral control (Y35=O.29, p<0.01, 1-tailed) as 
hypothesized. The proportion of variance explained or R? of the function is 0.50. 
For willingness to accept the expatriate job assignment, it is found that attitude toward 
the expatriate job assignment (P41=O.79, p<0.01, 1-tailed), subjective norm (P42=O.i7, 
p<0.01, 1-tailed), and perceived behavioral control (p43=O.4i, p<0.01, 1-tailed) are the 
significant determinants of willingness to accept the expatriate job assignment as 
hypothesized. Desire (y46=0.0041, p>0.25, 1-tailed), on the other hand, is not the 
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significant determinant of willingness to accept the expatriate job assignment. The 
proportion ofvariance explained or R? of the function is 0.79. 
Finally, results (see Table 4, Part B) show that only attitude toward the expatriate job 
assignment (p5i=-0.45, p<0.01, 1-tailed) and willingness to accept the expatriate job 
assignment (P54=-O.37, p<0.01, 1-tailed) are the significant determinants of propensity 
to leave as hypothesized. The effect of perceived behavioral control (P53=O.57, p<0.01, 
1-tailed) on propensity to leave, on the other hand, is significant but not in the 
hypothesized direction. Finally, desire (丫46=0.0041，p>0.25, 1-tailed) and subjective 
s 
norm (P52=O.OO4i, p>0.25, 1 -tailed) do not significantly affect propensity to leave. 
The proportion of variance explained or R^ of the function is 0.64. 
4.2.2 The Modified Conceptual Model 
Since the structural model fit of the original conceptual model is, at best, marginally 
adequate, and since some hypothesized relations are not supported, the next logical 
step is to modify the original conceptual model to improve the model fit. This is 
accomplished by deleting insignificant relations from the original model and re-
estimating the modified conceptual model. Then the modified model was furthered 
modified based on the modification index suggested in the program. The results of 
the modification is discussed in the following sections. See Figure 3 for the final 
modified conceptual model and Table 5 for the detailed results. 
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4.2.2.1 The Measurement Model Evaluation 
Using the same procedure performed in the analysis of the original conceptual model, 
it is found that the measurement properties of the measurement model of the modified 
model are similar to those of the original model. In other words, all of the indicator 
coefficients (X s^ and X s^) are high and statistically significant, and the reliabilities and 
validities of all but one constructs exceed the minimal standards required. As such, it 
is reasonable to conclude that the measurement model of the modified model is 
acceptable. As such, we proceed to the structural model results. See more detail in 
Table 5, Part A. 
4.2.2.2 Structural Equation Model Results 
The Model Fit. The fit of the structural equation model of the modified model 
is still inadequate based on the Chi-square test (x2i52=799.91, p=0.00), GFI (0.83)，and 
AGFI (0.76). However, the structural model can be considered as adequately fit based 
on NFI (0.91)，CFI (0.93)，and IFI (0.93). Besides, the Chi-square difference test 
shows that there is a significant differences between the structural models of the 
original model and the modified model (x i^ff=32=354.77, p=0.00). As such, it is 
reasonable to conclude that there is a significant improvement of fit in the modified 
model over the original model. See more detail in Table 5, Part B. 
The Structural Equation Model Results. The data were analyzed by structural 
equation modeling based on the modified model. Further modification was also 
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performed based on the modification index. Final results (see Table 5, Part B) show 
that perceived salary (7^=0.19, p<0.01, 1-tailed), perceived promotional opportunity 
(Yi2=0.13, p<0.01, 1-tailed), desire (yi5=0.24, p<0.01, 1-tailed), and subjective norm 
(Pi2=0.53, p<0.01, 1-tailed) are the significant determinants of attitude toward the 
expatriate job assignment. The proportion of variance explained or R^ of the function 
is 0.84. 
Note that attitude toward the expatriate job assignment (y5i=0.52, p<0.01, 1-tailed) 
also has a significant reverse impact on desire. The proportion of variance explained 
or R2 of the function is 0.39. 
For subjective norm, results (see Table 5, Part B) show that subjective norm is 
significantly determined by perceived approval (丫23=0.84, p<0.01, 1-tailed). The 
proportion of variance explained or R^ of the function is 0.66. 
Results (see Table 5，Part B) show that perceived new job opportunity is the 
significant determinant of perceived behavioral control (Y34=O.29, p<0.01, 1-tailed) as 
hypothesized. The proportion of variance explained or R^ of the function is 0.51. 
For willingness to accept the expatriate job assignment, it is found that attitude toward 
the expatriate job assignment (041=0.85，p<0.01, 1-tailed), subjective norm (P42=O.i2, 
p<0.01, 1-tailed), and perceived behavioral control (p43=O.4O, p<0.01, 1-tailed) are the 
significant determinants of willingness to accept the expatriate job assignment as 
hypothesized. The proportion of variance explained or R^ of the function is 0.81. 
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Finally, results (see Table 5，Part B) show that attitude toward the expatriate job 
assignment (p5i=-0.49, p<0.01, 1-tailed) and willingness to accept the expatriate job 
assignment (p54=-O.36, p<0.01, 1-tailed) are the significant determinants of propensity 
to leave as hypothesized. The effect of perceived behavioral control (P53=O.57, p<0.01, 
1-tailed) on propensity to leave, on the other hand, is significant but not in the 
hypothesized direction. The proportion of variance explained or R^ of the function is 
0.66. 
4.3 Discussion 
4.3.1 Results of the Original Conceptual Model 
Based on the results shown in Table 4, Part B，it is found that all except four 
hypotheses (i.e., H7： desire—willingness; Hi,: desire—propensity to leave; H13: 
subjective norm—propensity; and H!4: perceived behavioral control—propensity to 
leave) were supported. Note that the first three hypotheses were not supported 
because the causal relations were not significant. The last hypothesis was not support 
because, although the causal relation was significant, it was significant in the wrong 
direction. 
It can be summarized from the findings that, in terms of the employees' intentions 
(i.e., willingness to accept the expatriate job assignment and propensity to leave the 
company), the willingness to accept the expatriate job assignment is determined 
positively by his or her attitude toward the expatriate job assignment, subjective norm, 
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and perceived behavioral control. Note that the impact of these determinants on the 
willingness is in the following order: attitude toward the expatriate job assignment 
(041=0.79)，perceived behavioral control (043=0.41)，and subjective norm (p42=O.i7). 
For propensity to leave the company, it is found that it is negatively impacted by 
attitude toward the expatriate job assignment and willingness to accept the expatriate 
job assignment, but it is positively affected by perceived behavioral control. In other 
words, subjective norm does not have a direct impact on propensity to leave. Note 
that the causal relation between perceived behavioral control and propensity to leave 
was in opposite of the hypothesis. Also note that the rank order of these determinants 
in terms of relative impact is as follow: perceived behavioral control (p53=O.57), 
attitude toward the expatriate job assignment (P5,=-O.45), and willingness to accept 
the expatriate job assignment (p54=-O.37). In other words, perceived behavioral 
control has most (and positive) impact on propensity to leave. 
A possible explanation for the positive impact of perceived behavioral control on 
propensity to leave (in the opposite direction from the hypothesis) is that an employee 
who perceives that he or she has more control over the decision to accept or reject the 
expatriate job assignment may become more self-confident. This confidence, in tum, 
increase a higher tendency to leave the company if he or she feels being pressured to 
accept the expatriate job assignment. 
For the overall-evaluative constructs, it is found that attitude toward the expatriate job 
assignment is positively impacted by the following determinants in descending order: 
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desire (Yi6=0.47), salary (Yn=0.40), perceived promotional opportunity (yi2=0.21), and 
social life quality (yi3=0.13). Subjective norm, on the hand, is positively influenced 
by approval (Y24=O.85). It is also found that perceived behavioral control is positively 
determined by perceived new job opportunity (丫35=0.29). Finally, desire is also 
positively affected by attitude toward the expatriate job assignment (丫61=0.22). 
4.3.2 Results of the Modified Conceptual Model 
The modified conceptual model was derived from the original conceptual model by 
deleting the insignificant causal relations from the model and then further modifying 
it based on the modification index provided in the results. See Table 5, Part B for 
detail. 
For attitude toward the expatriate job assignment, it is found that attitude toward the 
expatriate job assignment is positively by desire (Y!5=0.24) and only two of the three 
cognitive beliefs, perceived salary (yn=0.19) and perceived promotional opportunity 
(Yi2=0.13). Perceived social life quality was deleted because of its insignificant 
impact on attitude toward the expatriate job assignment. On the other hand, it is 
found that subjective norm (Pi2=0.53) is also the determinant of attitude toward the 
expatriate job assignment. A possible explanation of this causal relation is that both 
attitude toward the expatriate job assignment and subjective norm represent cognitive 
outcomes that are logically linked in the memory and according, should exert 
influence on each other. This rationale is also supported by findings in the study by 
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Shimp and Kavas (1984). Note that, among the four determinants of attitude toward 
the expatriate job assignment, subjective norm has most impact on the attitude. 
For subjective norm and perceived behavioral control, it is found that perceived 
approval (丫23=0.84) and perceived newjob opportunity (丫34二0.29) are the determinants 
of subjective norm and perceived behavioral control, respectively. Attitude toward 
the expatriate job assignment is also found to be the determinant of desire (丫51=0.52) 
For intentions, it is found that willingness to accept the expatriate job assignment is 
positively influenced by attitude toward the expatriate job assignment (P4!=0.85), 
subjective norm (p42=O.i2), and perceived behavioral control (p43=O.4O). It is also 
found that propensity to leave is negatively affected by attitude toward the expatriate 
job assignment (P51=-O.49) and willingness to accept the expatriate job assignment 
(P54=-O.36) but is positively affected by perceived behavioral control (P53=O.57). Note 
that willingness to accept the expatriate job assignment was hypothesized to have a 
negative impact on propensity to leave. 
Since perceived behavioral control has the same (positive) impact on these two 
negatively-related intentions, a careful interpretation of this result is needed. A 
plausible explanation for this phenomenon is that perceived behavioral control over 
the decision to accept or reject the expatriate job assignment of an employee may help 
increase his or her self-confidence. This increased self-confidence, in tum, increases 
both types of intentions. In other words, employees' with higher perceived behavioral 
control would be more self-confident than those with lower perceived behavioral 
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control. This higher self-confidence, in tum, may help the employees become more 
decisive reflecting in their higher levels of intentions. 
Finally, note that although subjective norm does not directly affect propensity to leave 
as hypothesized in the original model, it has, however, an indirect effect on propensity 
to leave via attitude toward the expatriate job assignment. As discussed above, 
subjective norm is the most significant determinant of attitude toward the expatriate 
job assignment. 
4.3.3 Comparison between the Original Model and the Modified Model 
Compared with the original conceptual model, the modified conceptual model clearly 
show a significant improvement. Specifically, there is significant improvement in 
terms of model fit. For example, there were significant improvements in terms of 
Chi-square test (x^diff=32=354.77, p=0.0), GFI (from 0.80 to 0.83), AGFI (from 0.72 to 
0.76), NFI (from 0.88 to 0.91), CFI (from 0.90 to 0.93) and IFI (from 0.90 to 0.93). 
There is also a significant improvement in terms of proportion of variance explained 
(R2). Specifically, the R^ of two functions were improved: attitude toward the 
expatriate job assignment (from 0.74 to 0.84) and desire (from 0.22 to 0.39). Finally, 
there is an improvement in terms of model simplicity. Specifically, insignificant 




In this chapter, we first assessed the scales used in this study in terms of 
unidemensionality and reliability. This was followed by manipulation and 
confounding checks for the experimental manipulations. Then the results of the 
structural equation models of the original conceptual model and that of the modified 





Four topics are discussed in this chapter: (1) summary of the research, (2) 
contributions of the this study, (3) limitations of this study, and (4) future research 
directions. Specifically, research objective, conceptual model and hypotheses, 
research design, sample and sampling procedure, data collection, data analyses, and 
research results are discussed in the first section. This is followed by discussion of 
theoretical contribution and managerial implications in the second section. In the 
third section, limitation of this study is discussed. Finally, future research directions 
are recommended. 
5.1 Summary ofthe Research 
The Objective. The objective of this study is to propose and empirically test a 
comprehensive, cross-industry model of antecedents and consequences of expatriate 
job assignments to China for Hong Kong Chinese employees. 
The Conceptual Model and Hypotheses. The conceptual framework used to 
conceptualize the conceptual model of this study was derived from the integration of 
Ajzen (1985, 1991),s theory of planned behavior and Bagozzi,s (1992) role of desire. 
Based on the causal relations specified in the conceptual model, it was hypothesized 
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in this study that propensity to leave is negatively affected by desire, attitude toward 
the expatriate job assignment, subjective norm, perceived behavioral control, and 
willingness to accept the expatriate job assignment. Willingness to accept the 
expatriate job assignment, on the other hand, was hypothesized to be positively 
affected by desire, attitude toward the expatriate job assignment, subjective norm, and 
perceived behavioral control. Attitude toward the expatriate job assignment, 
subjective norm, and perceived behavioral control, in tum, were hypothesized to be 
positively influenced by cognitive beliefs (i.e., perceived salary, perceived 
promotional opportunity, perceived social life quality), normative beliefs (i.e., 
perceived approval), and control beliefs (i.e., perceived new job opportunity), 
respectively. Finally, it was hypothesized that attitude toward the expatriate job 
assignment positively affects desire. 
The Research Design. A sample survey of Hong Kong Chinese sales and 
marketing employees from various industries was the design of choice in this study 
because of the need to establish the causal relations among constructs and the need for 
generalizability of results. 
The Sample and The Sampling Procedure. Altogether 320 subjects 
participated in the study. They were randomly assigned to one of the eight 
experimental conditions resulting in 40 subjects per condition. The sampling 
procedure used was a modified cluster analysis. Specifically, 180 Hong Kong based 
companies with businesses in China were randomized from the list compiled from the 
list of Hong Kong Trade Development Council and Hong Kong-China Trade 
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Associations. Out of this 180 companies, 51 agreed to participated in the study. 
These 51 companies were then randomly selected to provide information, one at a 
time. This process went on until 320 subjects were obtained, 40 for each experimental 
condition. Altogether, 46 companies participated in this study. 
The Data Collection. The data were collected from the subjects by self-
administered questionnaires. There were altogether 8 versions of questionnaire, one 
for each experimental condition. In the questionnaire, the subjects were asked first to 
read a scenario concerning their possible expatriate job assignments to China. The 
scenarios were different in terms of salary (40-percent increase versus no increase), 
promotional opportunity after repatriation (yes versus no), and location of expatriate 
job assignment (Beijing versus Shenzhen). After reading the scenario, the subjects 
were then asked on complete the questionnaires. 
The Data Analysis. Three analyses were performed in this study: (1) 
manipulation and confounding checks, and (2) structural equation modeling. The 
objective of manipulation and confounding checks was to determine whether or not 
the manipulations in of the three assignment-related factors were successful. Finally, 
the objective of structural equation modeling was to empirically test the causal 
relations specified in the conceptual model. 
The Research Results. Results show that (1) the manipulations in the 
experiment were successful, and (2) most of the causal relations specified in the 
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conceptual model were supported by the findings. Please see the discussion in the 
previous chapters for more detail. 
5.2 Contributions of the Study 
5.2.1 Theoretical Contributions 
The objective of this study is to propose and empirically test a more comprehensive 
model and antecedents and consequences of willingness to accept job assignment to 
China that is applicable to Hong Kong Chinese employees. Overall, the proposed 
model makes two major theoretical contributions to the expatriate job assignment 
literature: (1) it establishes the role of desire in the employee's decision to accept or 
reject job assignment, and (2) it investigates the role of propensity to leave as the 
consequence of willingness to accept thejob assignment. 
The Role of Desire in the Employee 's Decision to Accept or Reject the 
Expatriate Job Assignment. Review of literature showed that none of the past studies 
in the area of willingness to accept expatriate job assignments included any 
motivational commitment components in the conceptual model. In other words, the 
conceptual models of the employee's willingness to accept the expatriate job 
assignment seem to assume that the employee's decision toward accepting or rejecting 
the job assignment is rational. Studies by Bagozzi (1992) and Ajzen and Stasson 
(1990)，however, contend that desire, a motivational commitment to perform a 
particular behavior, may play an important role in determining intentions and/or 
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attitudes toward that particular behavior. Addition of desire into the conceptual model 
would enrich the model in terms of comprehensiveness, explanatory power, and 
predictive power. » 
The findings confirm the important of desire as an important component in the 
employee's decision to accept or reject the expatriate job assignment. Specifically, 
desire is found to be a significant determinant of attitude toward the job assignment to 
China. Further, it is found that desire is also influenced by attitude toward the job 
assignment to China. In other words, there is a two directional causal relationships 
between desire and attitude toward the job assignment. Attitude toward the job 
assignment, in tum, is a significant determinant of both willingness to accept the job 
assignment to China and propensity to leave. 
The Role of Propensity to Leave as a Consequence of Willingness to Accept 
the Expatriate Job Assignment. One of the issues that have not yet been addressed by 
past studies in expatriate job assignments literature concerns with the consequences of 
willingness to accept the expatriate job assignment. Review of literature showed that 
none ofthe past studies investigate any possible consequences of willingness to accept 
the expatriate job assignment. As such, we never know what else would happen if the 
employee is willing or is not willing to accept the expatriate job assignment. 
Inclusion of propensity to leave into the model would provide more insights to 
managers. This study make contribution to the literature by including propensity to 
leave as a consequence of willingness to accept the expatriate job assignment. 
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The findings confirm the role of propensity to leave as a consequence of willingness 
to accept the job assignment. Specifically, it is found that, propensity to leave is 
negatively influenced by willingness to accept the job assignment. The more willing 
is the employee to accept the job assignment, the lower is his/her propensity to leave 
the company. In other words, the contention that employees who are not willing to 
take the job assignments would have high propensity to leave the company is 
confirmed by the findings. 
5.2.2 Managerial Implications 
Finding show that the employee's intentions (willingness to take the expatriate job 
assignment and propensity to leave) are determined by overall-evaluative constructs 
(including attitude toward the expatriate job assignment, perceived behavioral control, 
and/or subjective norm) and desire. By improving these four constructs, the employee 
would have higher willingness to accept the expatriate job assignment and lower 
propensity to leave the company. As such, three managerial implications are 
proposed below. 
Improving Attitude Toward the Expatriate Job Assignment. Finding showed 
that perceived salary, perceived promotional opportunity, and desire are important 
determinants of attitude toward the expatriate job assignment. In other words, the 
higher the perceived salary, the higher the perceived promotional opportunity after 
repatriation, and the higher the desire, the higher is the employee's willingness to take 
the expatriate job assignment. As such, management should first put efforts to 
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identify employees' with great desire to work in China. This is very important 
because desire has the most impact on attitude toward the expatriate job assignment. 
Employees with great desire to work in China should be identified and selected 
because they would be more willing to take the assignments to China than those with 
little or no desire to work in China. Management should also clarify benefits that 
prospective employees would gain from accepting the expatriate job assignment 
especially in terms of salary and promotional opportunity after repatriation. This can 
be achieved by providing fact sheets or career seminars regarding the expatriate job 
assignment to the prospective employees. If necessary, management should also 
revise their salary scheme and future plan for returned expatriated. 
Note that attitude toward the expatriate job assignment also has a positive impact on 
desire. In other words, the prospective employees' desires can be improved by 
improving their attitude toward the expatriate job assignments. 
Improving Subjective Norm. Results show that perceived approval by 
important others is the major determinant of subjective norm. In this case, 
management should provide support programs to help the prospective employees' 
families to adjust to the environment of the expatriate job location. With the 
knowledge regarding the existence of such a program, the prospective employees may 
become more positive regarding the approval by their families, which in tum, help 
improve their perceptions regarding the overall evaluations of the important others 
(i.e., subjective norms) toward the expatriate job assignment. 
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Improving Behavioral Control It is found in this study that perceived newjob 
opportunity is the significant determinant of perceived behavioral control. There is a 
problem, however, to imply this finding. Note that perceived behavioral control is the 
overall evaluation of control beliefs. This definition implies that there should be 
several control beliefs involved in this study. However, perceived new job 
opportunity was the only control beliefs that was identified by the focus group. As 
such, management has to find other ways to improve perceived behavior control. For 
example, management may inform the prospective employees that the company will 
respect their decisions. Whether or not they accept the expatriate job assignments will 
not affect the company's evaluations of their performance at all. By giving the 
prospective employees the freedom to choose, the employees should feel that they 
have more control over their behavior (i.e., accepting or rejecting the expatriate job 
assignment). Another approach that management can use to improve perceived 
behavioral control is to let their prospective employees visit the company's operation 
in China. Having been exposed to working and living environment in China may give 
more confidence and thus control over the expatriate job assignment to China. 
5.3 Limitations of This Study 
There are a number of limitations in this study due to the research methodology and 
process used in this study. Each of them is discussed below. 
Research Design. As discussed earlier, laboratory experiment was selected as 
the design of choice in this study because of the need to establish the causal relations 
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among constructs. The use of laboratory experiment, however, is not without a 
problem. Although laboratory experiment has a very high precision and control, it has 
relatively low existential realism because of its contrived and artificial settings 
(McGrath 1982). As such，the subjects may have biases due to this artificiality of the 
research setting. 
The Sample and The Sampling Procedure. The data for this study were 
collected a sample of marketing and sales Hong Kong Chinese employees from 
various companies in various industries. If this sample can be considered as the 
representative sample of our target population (i.e., marketing and sales Hong Kong 
Chinese employees), the results should be generalizable to the target population. The 
problem is that the sampling procedure (i.e., cluster sampling) used may not provide 
us with a true representative sample of our population of interest. This happened 
because not all 180 companies that were randomly collected from our list agreed to 
participate in this study possibly resulting in self-selection bias. Another problem 
concerns with generalizibility of the findings. The results of this study cannot be 
generalized to employees other than marketing and sales Hong Kong Chinese 
employees. 
The Data Collection. The data of this study were collected by self-
administered questionnaire, which is a communication data collection method. 
Although this method is more appropriate than the observation method in collecting 
data such as beliefs, attitudes, and intentions, it suffers from biases caused by the 
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interaction with the subjects. Subjects may not provide accurate answers because of 
the interaction with the interviewer or the questionnaire. 
The Measurement Error. There were altogether eleven scales used to measure 
the eleven constructs included in this study. Nine of the eleven scales were multi-item 
scales and the other two scales were single-item scales. Results show that the nine 
multi-item scales were unidimensional, reliable, and valid. For the two single-item 
scales, however, we cannot assess their unidimensionality and reliability. In terms of 
validity，however, only perceived new job opportunity can be considered as valid 
based on the proportion-of-variance extracted index (0.85). Perceived behavioral 
control, on the other hand, was very low in validity (0.14). Perceive behavioral control 
was kept in this study for substantive reasons. As such, great care is needed in the 
interpretation of findings concerning perceived behavioral control. 
5.4 Future Research Direction 
Based on the findings and limitations found in this study, a few future research 
directions are proposed. 
Incorporation of the Actual Behavior into the Model. Although it is generally 
agreed that intention can be used as an indicator of future behavior, a study containing 
actual behavior toward the expatriate job assignment as the consequence of intentions 
(willingness to accept the expatriate job assignment and propensity to leave) should 
help us determine whether or not these two intentions are indicators of the actual 
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behavior. A longitudinal study of the prospective employees of participating 
companies from various industries is appropriate design for this purpose. 
The Need for A "General" Model of Antecedents and Consequences of 
Expatriate Job Assignments. Although this study addressed the limitation of 
organization-specific nature of the past studies by using a sample from various 
companies in various industries, its results still cannot generalized to general 
employees because of its own functional-specific (i.e., marketing and sales) and 
country-specific (i.e., Hong Kong) nature. As such, broader, cross-functional, cross-
industry, and cross-cultural studies are needed to provide a general model of 
antecedents and consequences of expatriate job assignment. 
Comparison ofCultural-Specific Models. Cross-cultural studies can also be 
conducted to compare and contrast the models from different countries or regions. 
This comparison would provide both researcher and managers regarding the relative 
importance of each constructs included in the model in determining the prospective 
employee's decision toward the expatriate job assignment. 
Incorporating the Employee 's Personal and Situational Characteristics into 
the Model. The prospective employee's personal characteristics such as personality 
traits (e.g. innovativeness, opinion leadership, dogmatism, risk taking, need for 
cognition), lifestyle (e.g.，psychographics, values) and demographics (e.g., sex, age, 
education, marital status, family life cycle) may have impact on the employee's 
decision to accept or reject the expatriate job assignment. Similarly, special situations 
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surrounding the prospective employee at the time of job offer (e.g., financial and 
social problems) may have impact on the employee's decision to accept or reject the 
expatriate job assignment. As such, future studies should include some potential 
personal and situation characteristics of the prospective employees into the model. 
5.5 Summary 
This chapter presented the summary of this study. Four topics were discussed in this 
chapter: summary of the research, contributions of this study, limitation of this study, 
and future research direction. Specifically, short summary of research objective, 
conceptual model and hypotheses, research design, sample and sampling procedure, 
data collection, data analyses, and research results was presented in the first section. 
This was followed by the discussion of theoretical contributions and managerial 
implications in the second section. Limitations of this study were identified and 
discussed in the third section. Finally, future research directions were discussed in the 
fourth section. 
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The purpose of this study is to measure your perceptions and attitudes regarding job 
assignments to China. To take this measure, I need you to answer a series of questions 
according to how YOU feel about these questions. Make each question a separate and 
independent judgment. Work at fairly high speed through this questionnaire. Do not worry 
or puzzle over individual items. It is your first impressions, the immediate feelings about the 
questions, that we want. On the other hand, please do not be careless, because we want your 
true impressions. 
Please be assured that the information you provide will be treated confidentially and in the 
most professional manner and will be used for academic purpose only. 
Instruction 
In answering the questions, if you feel that your answer is very closely related to one end of 
the scale, you should place your check mark as follows: 
very bad |_X_| | | | | | | very good 
or 
very bad | | | | | | |_X_| very good 
If you feel that your answer is quite closely related to one or the other end of the scale (but 
not extremely), you should place your check mark as follows: 
very unfavorable | |_X_| | | | | | very favorable 
or 
very unfavorable | | | | | |_X_| | very favorable 
If you feel that your answer is only slightly related to one or the other end of the scale (but 
not really neutral), you should place your check mark as follows: 
strongly disagree | | |_X_| | | | | strongly agree 
or 
strongly disagree | | | | |_X_| | | strongly agree 
llslpl 
Assume that you are interested in the job assignment to China. So you check with your 
supervisor regarding the assignment. Your supervisor has not yet have all the detail about 
the assignment. However, that it is very likely that you will be assigned to the company，s 
branch office in either Beijing or Shanghaifor two years. It is also very likely that you will 
get about 40% increase in salary. Finally, it is very likely that you will be promoted to 
higher position after you come back to Hong Kong. 
Based on the information from your supervisor, please state your agreement or disagreement 
with the following statements about the job assignment. 
1. If I take the job assignment to China, I would get a significant increase in terms of 
salary. 
strongly disagree | | | | | | | | strongly agree 
2. My income would have significant increase if I take the job assignment to China. 
strongly disagree | | | | | | | | strongly agree 
3. I f I take the job assignment to China, I would have a good social life. 
strongly disagree | | | | | | | | strongly agree 
4. My promotion opportunity would significantly increase after I come back to Hong 
Kong. 
strongly disagree | | | | | | | | strongly agree 
5. If I take the job assignment to China, I would be promoted to a higher position when I 
come back to Hong Kong. 
strongly disagree | | | | | | | | strongly agree 
6. I think my family (e.g., parents and/or spouse) would approve my decision to take the 
job assignment to China. 
strongly disagree | | | | | | | | strongly agree 
7. I think my friends (including boyfriends or girlfriends if you are still single) would 
approve my decision to take thejob assignment to China. 
strongly disagree | | | | | | | | strongly agree 
8. I believe that it is quite easy for me to find a newjob that is as good as my currentjob. 
strongly disagree | | | | | | | | strongly agree 
9. Personally, my overall feeling toward the job assignment to China is • 
very negative | | | | | | | | very positive 
10. Personally，my overall attitude toward the job assignment to China is . 
very unfavorable | | | | | | | | very favorable 
11. Personally, I think I the job assignment to China. 
dislike very much | | | | | | | | like very much 
12. I think the overall feeling toward my job assignment to China of those people who are 
important to me (e.g., parents, spouse, boy/girlfriend, friends) is . 
very negative | | | | | | | | very positive 
13. I think the overall attitude toward my job assignment to China of those people who 
are important to me (e.g., parents, spouse, boy/girlfriend, friends) is . 
very negative | | | | | | | | very positive 
14. I think those people who are important to me (e.g., parents, spouse, boy/girlfriend, 
friends) myjob assignment to China. 
dislike very much | | | | | | | | like very much 
15. Overall, I think I have full control over my decision to take the job assignment to 
China. 
strongly disagree | | | | | | | | strongly agree 
16. If my company assigns me to go to work to China, I am willing to take the 
assignment. 
strongly disagree | | | | | | | | strongly agree 
17. Ifmy company assigns me to go to work to China, I intend to take the assignment. 
strongly disagree | | | | | | | | strongly agree 
18. Ifmy company assigns me to go to work to China, it is very likely that I will leave my 
company to stay in Hong Kong. 
strongly disagree | | | | | | | | strongly agree 
19. Ifmy company assigns me to go to work to China, it is very likely that I will look for 
anotherjob to stay in Hong Kong. 
strongly disagree | | | | | | | | strongly agree 
20. Personally, I have to go to work in China. 
no urge at all | | | | | | | | very strong urge 
21 • Personally, I have to go to work in China. 
no wish at all | | | | | | | | very strong wish 




Education: some high school 





other (please specify): 
Full-time work experience years months 
Income: less than $ 10,000 per month 
10,000 to 20,000 per month 
20,001 to 30,000 per month 
30,001 to 40,000 per month 
40,001 to 50,000 per month 
over 50,000 per month 
Job title: 
Thank you very much for your kind cooperation. 
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性 別 ： _ 男 — 女 
教育程度：—中學程度—專上學院程度（例如：工業學院） 
一大學程度(一學士_碩士_博士） 










Profiles ofthe Subjects* 
Sex 
Male 162 (50.6%) 
Female 158 (49.4%) 
Income 
Up to$10,000 39(12.2%) 
$ 10,000 to $20,000 150 (46.9%) 
$20,001 to $30,000 101 (31.6%) 
$30,001 to $40,000 20 (6.3%) 
$40,001 to $50,000 6(1.9%) 
Over $50,000 4(1.4%) 
Education 
High school graduate 76 (23.8%) 
Some college 74(23.1%) 
Bachelor's degree 163 (50.9%) 
Master's degree 7 (2.2%) 
Work Experience (average) 5.72 years 
Type of Industry 
Hotel 56(17.5%) 
Telecommunication 55 (17.19%) 
Insurance 65 (20.31%) 
Retailing 52 (16.25) 
Property 28 (8.75%) 
Advertising 22 (6.88%) 
Airline 13 (4.06%) 
Miscellaneous 29 (9.06%) 
* The calculation for this table is based on the total number of 320 subjects. 
TABLE 2 
Manipulation and Confounding Checks: The Pretest* 
Promotion Social life quality 
Salary manipulation manipulation manipulation 
Manipulation check 
variables Yes No Yes No Beijing Shenzhen 
Perceived salary 5.3689 4.3840 4.9756 4.7642 5.000 4.7419 
Perceived promotion 
opportunity 4.8934 4.7760 5.4959 4.1707 4.8689 4.7984 
Perceived social 
quality oflife 4.0943 3.9760 4.1220 3.9431 4.1169 3.9467 
* Numbers in bold-italics mean that there is a significant difference between the pair of 
numbers for representing successful manipulation. Number in italics only mean that 
there is a confounding effect. The total number of student subjects is 240. 
TABLE 3 
Manipulation and Confounding Checks: The Main Study* 
Promotion Social life quality 
Salary manipulation manipulation manipulation 
Manipulation check 
variables Yes No Yes No Beijing Shenzhen 
Perceived salary 5.8938 3.2250 4.7250 4.3938 4.6500 4.4688 
Perceived promotion 
opportunity 4.6219 4.1563 5.5781 3.2000 4.5094 4.2688 
Perceived social 
quality oflife 4.1281 3.5500 4.0000 3.6781 4.5563 3.1219 
* Numbers in bold-italics mean that there is a significant difference between the pair of 
numbers representing successful manipulation. Number in italics only mean that there is 
a confounding effect in the manipulation. The total number of employee subjects is 320. 
TABLE 4 
Measurement Model and Structural Model Results of the Original Model 
A. Measurement model results Standardized Proportion of 
Constructs and indicators factor loadings Reliability variance 
extracted 
Perceived Salary 0.9475 0.8250 
XI ("increase in salary") 1.00^ 0.75 
X2 ("increase in income") 1.10^ 0.90 
Perceived Promotional Oportunity 0.9481 0.9300 
X3 ("promoted to a higher position") 1.00' 0.96 
X4 ("increased promotion opportunity") 1.05^ 0.90 
Perceived Social Life Quality 0.8798 0.8250 
X5 ("good social life") 1.00^ 0.79 
X6 ("good environment") 0.97^ 0.86 
Perceived Approval 0.9224 0.8800 
X7 ("approved by family") 1.00^ 0.88 
X8 ("approved by friends") 1.00^ 0.88 
Perceived New Job Opportunity N/A 0.8500 
X9 ("easy to fmd a new job") 1.00^ 0.85 
Desire 0.9346 0.9150 
X10 ("urge to go to work in China") 1.00^ 0.95 
XII ("desire to go to work in China") 0.96^ 0.88 
Attitude toward the Job Assignment 0.9549 0.8867 
Y1 ("positive/negative") 1.00^ 0.79 
Y2 ("favorable/unfavorable") 1.08' 0.93 
Y3 ("like/dislike") 1.09^ 0.94 
Subjective Norm 0.9641 0.9267 
Y4 ("positive/negative") 0.93 
Y5 ("favorable/unfavorable") l W 0.96 
Y6 ("like/dislike") 1.01' 0.89 
Perceived Behavioral Control 0.98^ N/A 0.1400 
Y7 ("control over the decision") 0.14 
Willingness to Accept the Job Assignment 1.00' 0.9283 0.8600 
Y7 ("willing to accept") 0.91 
Y8 ("intend to take") 1.00^ 0.81 
Propensity to Leave 0.95^ 0.9364 0.9450 
Y9 ("plan to quit and stay in HK") 0.90 




Measurement Model and Structural Model Results of the Original Model (Continued) 
B. Structural Model Results Dependent Constructs 
Independent Constructs Desire Attitude SN PCB Willingness Leave 
Perceived salary 0.40® 
Perceived promotional oppo. 0.2T 
Perceived social life quality 0.13® 
Perceived approval 0.85^ 
Perceived New Job Oppo. 0.29^ 
Desire 0.47^ 0.0041 0.0041 
Attitude 0.22' 0.79' -0.45' 
Subjective norm 0.1 下 -0.03 
Perceived behavioral control 0.41® 0.57^ 
Willingness -0.37^ 
R2 0.22 0.74 0.67 0.50 0.79 0.64 






ap<0.01, 1-tailed — 
bj6reskog and Sorboms (1989) "goodness-of-fit index" 
'Joreskog and Sorbom's (1989) “adjusted goodness-of-fit index" 
Gentler and Bonnett's (1980) "normed fit index" 
'Bentler's (1990) "comparative fit index" 
fBollen,s (1989) "incremental fit index" 
TABLE 5 
Measurement Model and Structural Model Results of the Modified Model 
A. Measurement model results Standardized Proportion of 
Constructs and indicators factor loadings Reliability variance extracted 
Perceived Salary 0.9475 0.8200 
XI ("increase in salary") 1.00^ 0.75 
X2 ("increase in income") 1.09^ 0.89 
Perceived Promotional Opportunity 0.9481 0.7900 
X3 ("promoted to a higher position") 1.00' 0.85 
X4 ("increased promotion opportunity") 0.93^ 0.73 
Perceived Approval 0.9224 0.8800 
X7 ("approved by family") 1.00^ 0.88 
X8 ("approved by friends，’） 1.00^ 0.88 
Perceived New Job Opportunity N/A 0.8500 
X9 ("easy to fmd a new job") 1.00^ 0.85 
Desire 0.9346 0.9100 
X10 ("urge to go to work in China") 1.00^ 0.93 
XII ("desire to go to work in China") 0.98^ 0.89 
Attitude toward the Job Assignment 0.9549 0.8833 
Y1 ("positive/negative") 1.00^ 0.78 
Y2 ("favorable/unfavorable") 1.09' 0.92 
Y3 ("like/dislike") 1.10^ 0.95 
Subjective Norm 0.9641 0.9267 
Y4 ("positive/negative") 0.93 
Y5 ("favorable/unfavorable") 1.00^ 0.95 
Y6 ("like/dislike") 1.01' 0.80 
Perceived Behavioral Control 0.98^ N/A 0.1400 
Y7 ("control over the decision") 0.14 
Willingness to Accept the Job Assignment 1.00' 0.9283 0.8700 
Y7 ("willing to accept") 0.91 
Y8 ("intend to take") 1.00^ 0.83 
Propensity to Leave 0.95^ 0.9364 0.9450 
Y9 ("plan to quit and stay in HK") 1.00^ 0.90 
Y10 ("plan to quit and fmd another 
job") 1.05' 0.99 
TABLE 5 
Measurement Model and Structural Model Results of the Modified Model (Continued) 
B. Structural Model Results Dependent Constructs 
Independent Constructs Desire Attitude SN PCB Willingness Leave 
Perceived salary 0.19^ 
Perceived promotional oppo. 0.13^ 
Perceived approval 0.84^ 
Perceived New Job Oppo. 0.29® 
Desire 0.24' 
Attitude 0.52a 0.85^ -0.49^ 
Subjective norm 0.53" 0.12' 
Perceived behavioral control 0.40^ 0.57^ 
Willingness -0.36^ 
R2 0.39 0.84 0.66 0.51 0.81 0.66 





m ' 0.93 
ap<0.01, 1-tailed 
^Joreskog and Sorboms (1989) “goodness-of-fit index" 
^Joreskog and Sorbom's (1989) ‘‘adjusted goodness-of-fit index" 
dBentler and Bonnett' s (1980) "normed fit index，， 
"Bentler's (1990) "comparative fit index" 
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